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CHAPTER ONE 
 
INTRODUCTION 
 
1.1 Background to the Study 
 
University education is arguably the most important and crucial component in human capital 
development. It is considered indispensable to the building of a strong and viable economy 
(World Bank, 2008; Akindele, Oginni and Omoyele, 2012). As Oziengbe and Obhiosa (2014) 
have argued that functional education is an important ingredient for national development. 
Furthermore, knowledge accumulation and its applications are seen as a major factor in the 
economic development of any nation leading to competitive advantage in the global 
economy. According to Ogu (2008), educating the citizenry of any nation is essential to its 
social, political, economic and cultural vitality. Okebukola (2008) opined that higher 
education provides the much needed human resources for actively improving the economy of 
nations and guaranteeing rapid changes. He asserted that “the greater the opportunity given to 
the citizenry for higher education, the more expansive the horizon for rapid social and 
economic development”. 
 
University education can, therefore, be considered a platform on which the future 
development of a nation rests (Anyim, 2012). Indeed, Obasanjo (2012) opined that a nation 
can only develop in relation to its achievements in education. These assertions are not 
misplaced in that extant literature posits that educational systems are responsible for 
producing the skilled manpower and the knowledge needed for technological advancement 
and economic growth. Quite apart, university commands a lot of respect and trust. According 
to Clarke and Edwards (1980) in Arikewuyo (2008) “Universities, since their medieval 
beginnings, have been founded to preserve the positive heritage of society. They are 
committed to promote society’s corporate wellbeing and advancement by refining the ability 
of their members to select reasons and understand by enquiring into and seeking to explain 
the development and function of man as part of the natural world and by acting as guide and 
critic in those areas which can be informed by a university’s resources of knowledge and 
specialized skills”. 
 
This is why much emphasis is placed on quality education in many nations. However, with 
reference to university education in Nigeria, the few universities set up after independence 
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undoubtedly possessed world-class stature with outstanding scholars in almost all the 
disciplines. According to Nuhu Yaqub in Kazeem (2009), the 1980s saw Nigerian 
universities as examples of excellence in academia and a pillar on which the nation’s 
developmental hope rested. The working conditions were satisfactory and there were 
adequate academic staff both in quality and quantity. Funds were available and individuals 
were glad to take up academic careers in Nigeria, irrespective of what was offered them in 
alternative sectors such as the oil industry or civil service. In addition, staff and students had 
access to good accommodation, pipe-borne water, regular supply of power, amongst other 
basic infrastructures. The environment was conducive for learning, and the university 
management related well with the staff and students as future leaders of the nation. Besides, 
jobs were automatic rewards of university education. Students saw the university as a ‘better 
home’ and were content with their studies as they saw that their future aspirations were 
within sight. (Oyetakin, Oluwole, and Kayode, 2012).  
 
In spite of the enormous benefits derived from university education in nation building, 
Nigerian universities had over the years gradually deteriorated from citadels of learning to 
"centres of violence” (Rotimi, 2005).  According to Liberman, Levy and Segal (2009), the 
latent force of educational system in developing countries like Nigeria is frequently 
disillusioned by long-standing problems of programme reforms, changes in policy, and 
onslaught of conflicts. Thus, contrary to the high expectations of the founding fathers whose 
vision and dream were to see that Nigerian men and women were equipped with university 
degrees equivalent to what obtained in Western countries, Nigerian universities have been 
plagued with conflicts (Oni, 2012). The realisation of the dream and vision of the founding 
fathers is almost becoming an illusion and movement towards global relevance has become a 
difficult task which can be partly attributed to unmanaged or mis-managed conflicts within 
the system. 
 
1.2 Statement of the Problem 
 
Conflict is considered an inevitable phenomenon in organisations (Whyte, 1967; Jones, 
George and Hill, 2000; Bells and Song, 2005). According to Tjosvold (2008), “to work in an 
organisation is to be in conflict and to take advantage of joint work requires conflict 
management”. It has further been argued by different authors that for an organisation to 
thrive and develop, there is the need for conflict (Blackard, 2001; Alzawahreh and 
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Khasawneh, 2011; Leffel, Hallam, and Darling, 2012).  Conflict, if not properly managed, 
can ruin any organisation or institution (McKenzie, 2002; Axelrod and Johnson, 2005). 
Adeoti (2003) and Axelrod and Johnson (2005) had posited that conflicts can hinder an 
organisation’s performance and the attainment of its goals. Rainey (2014) similarly posited 
that conflict can lead to “stress, frustration, dissatisfaction, high turnover, absenteeism and 
poor performance among employees”. According to Nahavandi, Denhardt, Denhardt, and 
Aristigueta (2015), conflict can be a destructive force but if properly managed, it can become 
useful as a source of renewal and creativity, as managers can assemble different pieces of 
information to yield productive result.  
 
Although most of the research on conflict has been conducted in traditional organisations 
according to Din, Khan, Rehman and Bibi (2011), this does not imply that conflicts do not 
occur in the universities. Gmelch and Carroll (1991) had opined that conflict “is sewn into the 
fabrics” of educational institutions as a result of the nature of the functional and relational 
characteristics of the various academic departments. Miklas and Kleiner (2003) had further 
explained that the educational institutions are “a perfect breeding ground for conflict” as a 
result of the academic freedom present there, whereby the academic staff are more 
independent in their approaches and viewpoints. 
 
A poorly managed conflict does not only affect the length of time the students spend in the 
universities with attendant financial burden on parents, it also affects the image of the 
universities within the global context. Alabi (2002) asserted that it is unrealistic and 
impossible to completely eradicate conflict within the university system but the corollary is 
that no meaningful development can take place where a system is torn apart by conflicts 
(Adeyemi and Ekundayo, 2010). This brings about the need to properly manage conflicts in 
order to retain its positive aspect and improve job satisfaction. The effect and consequences 
of unmanaged conflicts in the workplace on employees and the organisation are crucial 
(Dijkstra, 2006). In order to manage or develop effective key conflict management strategies, 
it is essential to know the underlying causes (Havenga, 2005). According to Mayer (2000), if 
the causes of conflict are known, a conflict chart which directs management processes can be 
developed. This can enable organisations’ managers to develop appropriate strategies towards 
managing such a conflict. Notwithstanding, the knowledge basis of the sources or causes of 
organisations’ conflicts are minimal and this can be attributed to the low incidence of 
empirical research, especially in relation to Nigerian universities. One of the basic questions 
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that this research seeks to answer is how conflict management strategies can affect academic 
staff productivity in Nigerian universities. Since staff productivity is considered the major 
parameter in shaping the success of any organisation, it is important that organisations 
continuously strive to enhance the productivity of their staff (Leffel et al, 2012). 
 
But looking at the Nigerian university system, there have been cases of conflicts often 
resulting into strike actions especially between the various staff unions in the public 
universities and the government; and staff and management in private universities. For more 
than thirty years now, the Academic Staff Union of Universities (ASUU) and the Federal 
Government of Nigeria have been in industrial disharmony over the non-implementation of 
agreements reached by both parties by the Federal Government. The agreements addressed 
issues of poor conditions of service of academic staff members in government-owned 
universities; problem of underfunding and infrastructural neglect in the universities; as well 
as lack of autonomy and academic freedom which ASUU claims, affect the quality of 
teaching, research and scholarship in the universities. These issues have featured prominently 
as the primary causes of the conflicts between ASUU and the government. Likewise, the 
other non-academic trade unions comprising Non-Academic Staff Union of Nigerian 
Universities (NASU), Senior Staff Association of Nigerian Universities (SSANU) and 
National Association of Academic Technologists (NAAT) have also gone on strike several 
times based on the non-implementation of agreements signed between the Federal 
Government and the unions. The said agreements border on funding, salary and allowances 
and the National Economic Empowerment and Development Strategy (NEEDS) assessment 
report (Paul, 2013).  
 
Other forms of conflicts also found in the universities are between students and university 
authorities and between academic staff and the students (Tucker, 1981 in Akpotu, Onoyase 
and Onoyase, 2008). An example is the case at the University of Benin (UNIBEN) where a 
lecturer was abducted by members of the Student Union Council on the ground that students 
used to fail his course (Akpotu et al, 2008). Conflict also arises between a member of staff 
and management of an institution and if the conflict is not resolved or properly managed, it 
could result to either dismissal of the member of staff by the institution or resignation by such 
member of staff. If in the case of dismissal, the member of staff felt that his or her 
termination was unjustified or the conditions of service under which he or she was employed 
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had been breached, the outcome might result into litigation which usually lingers on for 
years. 
 
As earlier posited, some of the strikes within the Nigerian university system often lead to 
nationwide closures of universities. From 1993-2003, Adesulu (2013) put the total number of 
months lost as a result of this closure at 30 as explained by Table 1.1. 
 
Table 1.1.1: Strike Actions between 1993 and 2003 
S/N Year Number of months lost in the academic session 
1 1993 3 
2 1994 6 
3 1995 4 
4 1996 7 
5 1999 1 month, 5 days 
6 2000 2 
7 2001 3 
8 2002 25 days 
9 2003 5 months, 5 days 
Source: Higher Education News Abuja (2003). Federal Ministry of Education. Retrieved on July 26, 
2012, from; http://www.NUC.org.ng 
 
While  Ojeifo (2014) went further to  put the total number of  years lost in the university 
system  as a result of ASUU strike between 1999 and 2013 to  over two years as shown in 
Table 1.1.2 
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Table 1.1.2: Strike Actions between 1999 and 2013 
S/N YEAR PERIOD OF STRIKE 
 
1 1999 5 months 
3 2001 3 months 
4 2002 2 weeks 
5 2003/2004 6 months 
6 2005 3 days 
7 2006 3 days 
8 2007 3 months 
9 2008 1 week 
10 2009 4 months 
11 2010 Over 5 months 
12 2011/2012 3 months 
13 2013 Over 5 months 
Source: Ojeifo, S. A. (2014). ASUU industrial actions: between ASUU and government is it an issue 
of rightness? Journal of Education and Practice. Vol. 5, No.6, pp 7.  
             
 
It is evident that universities lost many months of learning time. The resultant prolonged 
strike actions have financial and social cost implications on parents and the society (Adesulu, 
2013) and undue delay in students’ graduation as a result of disruption in academic calendar 
(Ige, 2014). Incessant strike actions and academic disruptions affect staff productivity in 
terms of the value of lost time as staff withdraw from performing normal duties (Fatile and 
Adejuwon, 2011). They also reduces motivation and increases staff turnover rate (Brahm, 
2007), and invariably affects the basic objectives of the universities which include teaching, 
research and community development. All these can arguably be attributed to improper 
management of issues leading to conflicts. The same goes with private universities as 
Fapohunda (2012) identified dissatisfaction concerning pay disparity in comparison with the 
work done in such institutions as one of the causes of conflict. Such conflicts, if not well 
managed, can result in staff resigning from such institutions and high labour turnover is 
unhealthy for any organisation as it affects its growth. 
 
As important as conflict management in universities is, researchers, looking at its effect on 
the productivity of the staff, have pointed out that not enough research studies have been 
carried out on conflict management strategies in higher educational settings (Adams, 2006; 
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Donovan, 1993; Green, 1984; Pritchard, 1985). Therefore, conflict management strategies in 
educational settings are areas that need further exploration (Adams, 2006; Donovan, 1993; 
Green, 1984; Pritchard, 1985). The calls for research in this area provided support for this 
research work. Also, the essence of this research is to examine the impact of choice of 
conflict management strategies on academic staff productivity in selected public and private 
universities in Southwest Nigeria as it has been shown that researches on conflict 
management in higher institution are quite few (Donovan, 1993; Adams, 2006). 
 
1.3 Research Questions 
 
The study focused on providing answers to these questions: 
1. To what extent do conflict management strategies adopted by academic staff in public 
universities differ from conflict management strategies adopted by academic staff in 
private universities? 
2. To what extent does the level of academic staff productivity in public universities 
differ from that of private universities? 
3. To what extent do conflict management strategies affect academic staff productivity?  
4. To what extent does university ownership structure moderate the effect of conflict 
management strategies on productivity?  
 
1.4 Objectives of the Study 
 
The main objective of this study is to investigate strategies used in managing conflict in 
selected Nigerian universities and the effect of such strategies on the productivity of 
academic staff. The specific objectives of this research are to: 
1.  assess the extent to which conflict management strategies adopted by academic staff 
in public universities differ in private universities;  
2. examine the differences in the level of academic staff productivity in public and 
private universities; 
3. determine the effect of conflict management strategies on academic staff productivity; 
and  
4. investigate if university ownership structure moderates the effect of conflict 
management strategies on productivity. 
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1.5 Research Hypotheses 
 
In order to achieve the goals of this study, the following hypotheses were tested.  
Hypothesis One 
H01: Conflict management strategies adopted by academic staff in public universities are not 
significantly different from those adopted by academic staff in private universities.  
 
Ha1: Conflict management strategies adopted by academic staff in public universities are 
significantly different from those adopted by academic staff in private universities.  
 
Hypothesis Two 
H02: There is no significant difference in the level of academic staff productivity in public 
and private universities.  
 
Ha2: There is significant difference in the level of academic staff productivity in public and 
private universities.  
 
Hypothesis Three 
H03: Conflict management strategies do not have a significant effect on academic staff 
productivity.  
 
Ha3: Conflict management strategies have a significant effect on academic staff productivity.   
 
Hypothesis Four 
H04: The university ownership structure does not moderate the effect of conflict management 
strategies on productivity. 
 
Ha4: The university ownership structure moderates the effect of conflict management 
strategies on productivity. 
 
1.6 Significance of the Study 
Examining conflict in Nigerian universities today empirically shows that conflict, if not 
properly managed, can negatively affect the goal of any organisation (Alok and Shaheen, 
9 
 
2014). In view of this assertion and its consequential effect on Nigerian universities, it 
became imperative to carry out this study.  
 
This study, therefore, examined the causes of conflicts in universities and the strategies 
adopted in managing them without allowing such conflicts to escalate to the extent of 
affecting the productivity of the academic staff and the overall goals of the universities. The 
study is significant in the sense that it will make the following contributions to conflict 
management literature in public and private universities in Nigeria: 
 
First and foremost, this study will enable universities management to have better insights into 
the causes of conflicts and how to positively manage the situations caused by these conflicts 
in order to aid the proper administration of the university system. Secondly, findings will 
enhance the understanding of government educational agencies and other stakeholders in 
university administration in Nigeria. This is to effectively manage conflicts as most of the 
conflicts in public universities centre on poor conditions of service between the academic 
staff and the government. Thirdly, it will provide an insight into many and diverse aspects of 
conflict management in the nation’s university system and how these conflicts can be better 
situated to bring about their functionality. And lastly, this study will be of immense academic 
benefit to advance further research on conflict management strategies and related topics. 
 
1.7 Scope of the Study 
 
This study examined conflict management strategies and their impact on academic staff 
productivity of both public and private universities in Southwest Nigeria. The study focused 
only on academic staff in both types of universities based on their importance in the overall 
objectives of universities which are: teaching, research and community service. Academic 
staff members also play a major role in global institutional ranking and national accreditation 
of universities, therefore, unmanaged or mismanaged conflicts can adversely affect their set 
goals and objectives.  
To carry out the survey for the research, three out of the six States in Southwest Nigeria, 
namely: Lagos, Ogun and Oyo were chosen based on their proximity and being among the 
oldest States representing fifty per cent of the total number of States in Southwest Nigeria. 
From these three States, three public and three private universities, namely:  University of 
Ibadan, University of Lagos, Olabisi Onabanjo University, Ajayi Crowther University, Pan 
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Atlantic University and Babcock University-being the oldest universities based on their year 
of establishment-were further selected. The reason for this selection was based on the fact 
that over the years, these universities are likely to have been exposed to conflicts and the 
strategies for managing them. 
 
1.8 Limitations of the Study 
Research study is often beset by a lot of shortcomings and limitations, some of which may be 
circumstantial. 
 
The limitation of this study was basically the fact that only academic staff  from six 
universities in Southwest Nigeria and a few interviewed government officials were engaged 
in the conduct this research consequent upon which the findings may be of limited 
generalisation. 
 
Others included limitation to questionnaire studies and the respondents’ ‘sincerity’ in 
answering the questions in the instruments. Some of the respondents did not answer all the 
questions in the instruments; some respondents were not too willing to give some vital 
information during the interviews conducted and the failure of some respondents to return 
copies of the questionnaire. 
 
1.9  Operationalisation of Research Variables 
 
Operationalization of Research Variables is the conceptual relationship between the 
independent and dependent variables of any research study. The independent variable is that 
which can be manipulated by the researcher, while the dependent variable is that which can 
be manipulated by the independent variable. This research work is based, therefore, on two 
major constructs which are conflict management and academic staff productivity. That is: 
 
y= f (x) 
Where y= vector of the dependent variables 
x= vector of the independent variable. 
Hence, y= Academic Staff Productivity. 
x=    Conflict Management Strategy i.e. ASP=f (CMS) 
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This is represented as (x1 x2  x3  x4  x5) 
Where: 
x1= Integrating 
x2= Obliging 
x3= Dominating 
x4= Avoiding 
x5= Compromising 
 
Similarly, the dependent variable is disaggregated into two viz: 
y1= Staff promotion 
y2= Research and publication 
 
1. 10 Structure of the Work 
 
The work is organized into five chapters. The first chapter which is the introduction, briefly 
discusses the background to the study, statement of the research problem, research questions, 
objectives of the study, research hypotheses, significance of the study, scope and limitation to 
the study, and structure of the work. Chapter two contains a comprehensive review of 
literature relating to the study in which the conceptual, theoretical, and empirical frameworks 
were reviewed. Chapter three focuses on the research methodology adopted in carrying out 
the research which include the research design, study population and sample, data collection 
and a detailed description of how the survey instrument was developed, tested and analysed. 
Chapter four presents the result of the data collection, analysis and discussion. Chapter five 
presents the summary of the findings, recommendations, contributions to knowledge as a 
result of the research and the conclusion. 
 
1.10 Definition of Terms 
 
The following terms were used in the study: 
 
Academic Staff: Academic Staff are regarded as lecturers from graduate assistant cadre to 
professorial cadre within Nigerian universities (Okebukola, 2002). 
 
Avoiding Conflict Management Style: Individuals that use an avoiding conflict 
management style generally have low regard for themselves and others. The avoiding conflict 
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management style is often seen by a party‘s retreat and evasion of resolving the conflict 
(Rahim, Antonioni and Psenicka, 2001). 
 
Compromising Conflict Management Style: The compromising conflict management style 
utilise an intermediate concern for self and others, with both parties cooperating to reach an 
acceptable middle ground (Rahim, Buntzman and White, 1999).  
 
Conflict: A felt struggle between two or more interdependent individuals over perceived 
incompatible differences in beliefs, values and goals, or over differences in desires for 
esteem, control and connectedness (Hocker and Wilmont, 2011). 
 
Conflict Management: This involves designing effective macro-level strategies to minimize 
conflict dysfunctions and enhance constructive functions in order to enhance learning and 
effectiveness in an organisation and not reducing or terminating conflicts (Rahim, 2002). 
 
Conflict Management Strategy/Style or Theory: Conflict management styles and conflict 
management theories are sometimes used interchangeably and they refer to the behavioural 
orientation of an individual in a conflict situation (Rahim, 2002). 
 
Conflict Resolution: This implies a reduction, elimination or termination of conflict; it 
involves mediation, negotiation, bargaining and arbitration which fall into the conflict 
resolution category (Robbins, 1978). 
 
Dominating Conflict Management Style: Individuals who use the dominating conflict 
management style will often have high regard for themselves and low regard for others, 
leading to a win-lose target. Often forceful behaviours are used to achieve the desired 
position (Rahim, Antonioni and Psenicka, 2001).  
 
Integrating Conflict Management Style: The integrating style of conflict management is 
used by individuals with high regard for themselves and others. The goal is to work together 
for a possible win-win outcome in a problem solving manner (Rahim, 2001).  
 
Management: The process of mobilizing the available scarce human and material resources 
in an organisation to realize stated goals and planned mission (Mukoro, 2013). 
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Obliging Conflict Management Style: The obliging conflict management style is utilized by 
an individual with low concern for himself/herself combined with high concern for others. 
The individual will often take a lose-win approach and forfeit his/her own needs for those of 
the other party involved (Rahim, 2001). 
 
Staff Productivity: Staff Productivity is the measurement between the amount of time and 
effort staff spent working and the resultant output (Sheahan, 2011).   
 
Trade Dispute: This is any dispute between employers and workers or between workers and 
workers or workers represented by unions and employers which is connected with 
employment or non-employment or conditions of work of any person or in a place of work 
(Section 51 of the Trade Union Act). 
 
Trade Union: This refers to any combination of workers or employers, whether temporary or 
permanent, the purpose of which is to regulate the terms and conditions of employment of 
workers, whether the combination in question would or would not, apart from this Act, be a 
lawful combination by reason of any of its purposes being in restraint of trade, and whether 
its purpose does or does not include provision of benefits for its members (Section 1 (1) of 
the Trade Union Act). 
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CHAPTER TWO 
LITERATURE REVIEW AND THEORETICAL FRAMEWORK 
 
2.0 Introduction 
 
In chapter one, wide ranges of issues that have impacted negatively on the Nigerian 
university system were discussed. Among these issues are the numerous instances of 
conflicts. This chapter is focused on the subject of conflict. Its management and effect on 
academic staff productivity are examined and critiqued from their conceptual and theoretical 
perspectives. 
 
2.1 Conceptual Framework 
 
There is no universal agreement regarding the definition of conflict. It has many definitions 
and conceptions, depending on the issues being addressed (Oni-Ojo and Roland-Otaru, 2013; 
Yorid and Pakia, 2013). Chukwuemeka, Ugwu, Okey, and Igwegbe (2012) confirmed this 
lack of consensus definition among scholars and writers. However, most writers agree that 
conflict is an inevitable phenomenon in any organisation (Jones et al, 2000; Akomolafe, 
2002; Ibukun, 2004; Fatile and Adejuwon, 2011).  According to Borisoff and Victor (1998), 
it is difficult to define conflict or come to a consensus with regard to its definition. Suppiah 
and Rose (2006) consented to this by stating that there is no comprehensive definition of 
conflict as the definition varies depending on the discipline to which it is applied and the 
perspective from which it is viewed. However, they went further to assert that conflict is a 
natural consequence of interaction with people and therefore inevitable. To buttress this 
argument, Ejiogun (1990) had prior to this time, stated that conflict is bound to happen 
regularly in all human interactions and organisational behaviour. Conflict is derived from the 
Latin word “conflictus” which means strike together. According to Nwolise cited in Segun 
(2013), conflict means clash, contention, confrontation, a battle, struggle or quarrel. 
Kesterner and Ray (2002) defined conflict as a situation in which two or more persons 
struggle for goals which only one of the persons can attain, or when incompatible means is to 
be used to achieve a certain goal. This simply suggests that conflict involves struggles over 
valuable rights including claims to power and scarce resources whereby the objectives of 
those involved are to remove rivals along the way and get their desired results. Bloisi (2007) 
defines it as a disagreement between two or more parties who perceive that they have 
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incompatible goals and needs. Henry (2009) also noted that a conflict can occur when 
interests, goals or values of different individuals or groups become incompatible with one 
other. A similar definition was earlier proposed by Anioke (2002) when he defined conflict as 
a difference or disagreement of opinions, ideals or goals between parties, individuals or 
groups. Domenici and Littlejohn (2001) on the other hand, asserted that conflict actually 
depends on expressed struggle, interdependence, perceived incompatibility of goals, scarce 
rewards and interference. While Hocker and Wilmont  (2011) defined it as a “felt struggle 
between two or more interdependent individuals over perceived and incompatible differences 
in beliefs, values, and goals, or over differences in desires for esteem, control and 
connectedness”. Hocker and Wilmont  (2011) definition, points out several aspects of conflict 
which needs attention, such as it being a sensed struggle between two or more individuals and 
secondly, arising as a result of incompatible differences. Fatile and Adejuwon (2011) see 
conflict as what happens when two or more persons have opposing ideals over how resources 
that pertains to their development are to be shared. Nahawandi, Denhardt, Denhardt, and 
Aristigueta (2015) define conflict as a process in which people have divergence opinions over 
important issues that affect them thereby leading to serious disagreement. 
 
Thus, Domenici and Littlejohn (2001), Henry (2009), Fatile and Adejuwon (2011), and 
Hocker and Wilmont (2011) viewed conflict from the goal perspective, as a struggle with 
opposing forces having divergent interests coming together. Based on the various definitions 
of conflict, Chukwuemeka et al, (2012) stated that conflict either manifests itself overtly or 
covertly, thereby enabling people to feel its existence. Arising from this, conflict can manifest 
itself within an individual and this is known as intra-personal conflict; between two or more 
groups, inter-personal conflict; between or among groups of people, units or departments, 
inter-group or inter-unit conflict and lastly, between or among different organisations or 
nations and this is known as inter-organisational or international conflict.  Rahim (2002) 
stated that conflict can occur when the following happens: a party is required to participate in 
activities that contrast with such a person’s interest; a party exhibits a certain social tendency 
which infringes on or is incompatible with another person’s behavioural tendency, or when a 
party wants some resources desired by others which are scarce in supply and as a result other 
peoples want may not be met fulfilled.  
 
Nahawandi et al, (2015) equally identified that for conflict to exist, certain factors such as the 
ones mentioned below must be present: 
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(i) People must have divergent interests, views, insights, and feelings. 
(ii) Persons involved must recognize the different points of view that exist. 
(iii) The disagreement must  not be a one-time affair but an on-going occurrence. 
(iv) People with these divergent views must try to stop others from accomplishing their 
goals. 
. 
Institutions like the Nigerian universities that are learning organisations are not immune from 
conflict and it appears to be very pronounced due to several reasons (Rashid, 2002; Fatile and 
Adejuwon, 2011). In view of this, it is generally agreed that conflict is common to human 
relationships and societies and it is the result of interaction among people, an unavoidable 
concurrent of choices, decisions and an expression of the basic fact of human 
interdependence (Adejuwon and Okewale, 2009). This view had been attested to by Olaleye 
and Arogundade (2013) when they defined conflict as a by-product of the interaction of 
people or groups with different expectations, interests, and background in the society.  
Therefore, if conflict is a by-product of interaction among people, it is inevitable in any 
organisation especially in a place like the university system with several subsystems. In fact, 
Chukwuemeka et al, (2012) argued that conflict is not only central to life but a life without 
conflict is no life at all. They likened the process of trying to obtain peace in an organisation 
by comparing it with obtaining the peace of the graveyard. 
 
It is obvious from these definitions that the writers did not actually define conflict, but 
pointed to its existence and unavoidability. Over the years, however, some writers have 
attempted to explain the term “conflict” either from their perspective or discipline. Rahim 
(2001) pointed out the contradictions that exist in the various definitions of conflict. Having 
stated that conflict has no particular definition, he went on to state the views of scholars in 
various disciplines who, according to him, have created much confusion in their attempt to 
define the concept. He made mention of Fink (1968) whom he said showed remarkable 
difference in conflict definitions as he revealed a variety of definitions that met specific 
interests that attempted to be all-inclusive from the organisational perspective. According to 
him, March and Simon (1958) considered conflict as a disruption in the standard way of 
decision making, so that it becomes extremely difficult for persons or group to be able to  
select an alternative. This definition according to Rahim (2001) is too narrow a 
conceptualisation of what conflict is and might not be too useful for further research 
purposes. He further criticised the definition of Smith (1966) who viewed conflict as “a 
situation in which the conditions, practices, or goals for the different participants are 
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inherently incompatible” and that of Litterer (1966) who saw conflict as “a type of behaviour 
which occurs when two or more parties are in opposition or in battle as a result of a perceived 
relative deprivation from the activities of or interacting with another person or group”. To 
him, the variance between Smith (1966) and Litterer (1966) definition of conflict is that, 
while Smith considered conflict as a situation, Litterer considered it a kind of behaviour. 
 
In spite of Rahim’s criticism of the above definitions, some of them have enabled us to know 
not only the nature of conflict but the fact that there is an undeniable proof of its existence in 
organisations. For instance, according to Roloff (1987), “organisational conflict occurs when 
members engage in activities that are incompatible with those of colleagues within their 
network, members of other collectivities, or unaffiliated individuals who utilize the services 
or products of the organisation”.  
 
In an attempt to provide a better understanding of what conflict means, Bankovskaya (2012) 
stated that the easiest way of doing this is to divide it into theories of conflict which are 
functional, situational and interactive. She further posited that the followers of functional 
approach believe that conflict serves a social purpose, while the situational theorists view it 
as an expression under certain situations. The third theory views conflict as interactive. 
Functionalists usually ask the question: “Why is there conflict? What purpose does it serve?” 
Situationalists ask: “When do we have conflict? Under what circumstance does it occur?” 
Interactionists ask: “How is there conflict? What methods and mechanisms are used to 
express it?” She further stated that one such representative of the functionalist school was 
Georg Simmel, the German sociologist, who defined conflict as “designed to resolve 
divergent dualisms; it is a way of achieving some kind of unity, even if it will be through the 
annihilation of one of the conflicting parties”. Thus according to Simmel, conflict served as a 
societal purpose and its resolution can only be by the destruction of one of the parties. He 
went ahead to state three ways of ending it. First, it may be by a party being victorious over 
another; secondly, conflict can be resolved by compromise and thirdly, by conciliation. 
Simmel was said to have made an enormous contribution to the study of conflict resolution as 
he was seen to have determined a positive social function for conflict.  
Another sociologist who defined conflict is Lewis Coser. He stated that conflict is “The clash 
of values and interests, the tension between that which is and what some groups feel ought to 
be.” Coser saw conflict as serving the function of enhancing society by leading to new 
institutions, technological and economic systems. Other situationalist and interactive scholars 
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have also defined conflict along their own lines of thought. For instance, Bercovitch, a 
situationalist, defined conflict as a “situation which generates incompatible goals or values 
among different parties”. For him, conflict depends on the situation. On the other hand, 
Folger, an interactionist, defined conflict as “the interaction of interdependent people who 
perceive incompatible goals and interference from each other in achieving those goals.” 
 
Thomas (1976), however, defined conflict as a “disagreement in opinions between people or 
groups, due to differences in attitudes, beliefs, values or needs. In the business world, 
differences in such characteristics as work experience, personality, peer group, environment 
and situation, all lead to differences in personal attitudes, beliefs, values or needs.”  
 
In view of these various definitions, Bankovskaya (2012) had posited that there is no 
universally accepted definition of conflict as each writer’s thought or perception of it is 
different from another’s own. But conflict can be said to be a disagreement that arises as a 
result of trying to use limited resources to meet divergent needs which could be tangible or 
intangible such as opinions and ideas. However, Easterbrook, Beck, Goodlet, Plowman, 
Sharples, and Wood (1993) have opined that the preferred view is that conflict should be 
defined as broadly as possible. 
 
2.2 Perspectives of Conflict 
 
The perception about conflict has undergone a series of metamorphosis since the issue of 
organisational conflict came to limelight. According to Pike (2009), the various perspectives 
of conflict have led managers to address it in different ways which play a significant role in 
maintaining a conducive organisational environment as these perspectives could lead to the 
formation of either a positive or negative workplace climate. 
 
Over the years, however, three prominent views have stood out and they are: the Traditional,   
Behavioural (or Contemporary) and the Interactionist views. The proponents of the 
Traditional view see conflicts as bad because they have a negative impact on the organisation 
and lead to a low level of productivity and as such should be avoided. They associated 
conflict with violence, destruction, and irrationality. This view is still widely held especially 
in the labour union movements (Verma, 1998). Pike (2009) identified Fayol and Weber as 
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major proponents of this view as they tacitly believed that conflict is detrimental to 
organisational effectiveness and, therefore, should be eliminated. 
 
On the other hand, the Behavioural or Contemporary view (also known as the Human 
Relations View) sees conflict as a natural occurrence in an organisation which may have 
either a positive or a negative effect, depending on how it is handled. Proponent of the 
Behavioural or Contemporary view, accept conflict and believe that it improves group 
performance (Robbins, 1978). They also believe that because of the benefits that can be 
derived from it, focus should be on managing it effectively rather than suppressing or 
eliminating it.  
 
Another proponent of this view also identified by Pike (2009) is Mary Parker Follet whom he 
said noted the value of constructive conflict in an organisation by saying that progress in an 
organisation can often be measured by merely watching the nature of the conflict therein. 
She, therefore, recommended problem-solving methods for managing conflict as she believed 
that other methods such as suppression, avoidance, dominance and compromise are not 
effective enough in managing organisational conflict. 
 
The Interactionists believe that conflict is necessary for an organisation to perform 
effectively. They thus encourage conflict as they believe it can lead to a better performance in 
the organisation. They, however, recognise that not all conflicts are good.  An analogy was 
given by Leffel et al (2012), who liken conflict to an organism in the animal world, finding 
itself in an hostile environment; it needed adaptive abilities to survive, hence, had to develop 
new adaptive skills, meaning that, it either changes or dies. They, therefore, posited that 
adaptation, accommodation and flexibility constitute foundation for future development and 
change. So, response to conflict like the aforementioned organism, could lead to a problem 
solving orientation. While refusal to adapt, could result in stagnation and non-productivity.  
 
Table 2.1 shows the summary of the three views of conflict and the recommended actions. 
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Table 2.1: Comparison of Conflict Views 
Views Traditional View Contemporary View Interactionist View 
Main Points Caused by 
Troublemakers. 
Bad. 
Should be avoided. 
Should be suppressed.  
Inevitable between 
humans. 
Not always bad. 
Natural result of change. 
Can be managed. 
Results from 
commitment to goals. 
Often beneficial. 
Should be stimulated. 
Should aim to foster 
creativity. 
Effect on 
Performance 
Performance declines 
as the level of conflict 
increases 
Performance mainly 
depends on how 
effectively the conflict is 
handled. Generally, 
performance increases to a 
certain level as conflict 
level increases, then 
declines if conflict is 
allowed to increase further 
or left unresolved 
A certain level of conflict 
is necessary to increase 
performance. 
Performance increases 
with conflict up to a 
certain level, then 
declines if conflict 
increases further or 
remains unresolved 
Recommended 
Actions 
Do nothing if a=d 
Resolve conflict if a >d 
(where d=0) 
Do nothing if a=d 
Resolve conflict if a>d 
(where d=0) 
Do nothing if a=d 
Resolve conflict if a>d 
Stimulate conflict if a <d 
(where d>0) 
Source: Jeffrey and Pinto (1998) Project Management Handbook. San Francisco: Lyons Falls Turin Books. 
 
Note: a=actual level of conflict among team members;  
d=desired level of conflict that team members are comfortable with 
 
2.3 Types of Conflict  
 
In any organisation, there are different types of conflicts identified by different names but 
mean the same thing; negative or positive (Haas, 1999), destructive or constructive 
(Donovan, 1993) and functional or dysfunctional (Pondy, 1997; Rahim, 2001). According to 
Bacal (2004), there are two major types based on their degree of functionality: functional and 
dysfunctional.  Although conflict is usually seen as being dysfunctional, some writers have 
posited that it can be useful as it may cause an issue to be presented in different perspectives 
thereby having both positive and negative values (Posigha and Oghuvwu, 2009; Jerrell, 
Coggburn, Battaglio and Bradbury, 2014). The positive aspect can encourage employees 
creativity and capability to handle interpersonal differences whereas the negative aspect can 
lead to resistance to change, create distrust and other unpalatable conditions for the 
organisation (Rusell and Jerome, 1976). Therefore, the need for managers to understand how 
to identify, analyse and evaluate both the positive and negative values of conflict and their 
effect on performance was emphasised by Stephen and Julia (1995), and Verma (1998).  
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Effective leadership in any organisation is required to effectively manage conflict. Rashid 
(2002) opined that leadership and conflict management are inseparable.  
 
According to Starks (2006), “any conflict that is not managed appropriately can degenerate 
into dysfunctional conflict”. Conversely, there are precise triggers of dysfunctional conflict 
which include dysfunctional teams, stress, systems problems, favouritism, warring egos, 
heavy workload, unclear job requirements, a culture that is disabling and disempowering, 
stifling bureaucracy and abhorrent people. To avoid increases in negative key performance 
indicators and decreases in positive key performance indicators, dysfunctional conflict must 
be resolved expeditiously. Therefore, understanding functional and dysfunctional conflict and 
how to manage or resolve it should be an integral part of an organisation (Jerrell et al, 2014). 
Such an understanding is essential to the individual well-being and success as well as the 
long-term success of the organisations (Singleton, Toombs, Taneja, Larkin, and Pryor, 2011). 
Some counter-productive conflicts occur in all organisations which make the organisations 
consider the amount of time, effort and money they invest in such conflict, and whether the 
conflicts are being appropriately handled the way they should be handled. If any of such 
organisation does not have formal machinery for handling conflict, the management should 
consider the importance of having one as such formal machinery would likely improve the  
organisation’s effectiveness and productivity. Poorly handled conflicts can escalate into 
uncontrollable heights, thus destroying the mission and goals of an organisation (Caudron, 
1998). Alongside this, Parker (1974) argued that if conflicts arise and are not handled 
appropriately, they can cause delay of work, lack of interest and action and in extreme cases, 
can even lead to complete disorder within the organisation (Axelrod and Johnson, 2005). 
Unmanaged conflicts could also result in employees becoming unwilling to participate or  
withdraw from participating in other groups or assist with team work in the organisation and 
this may even lead to chaos (Kormanski, 1982). 
 
2.3.1 Functional Conflicts 
 
Conflict can be considered functional when its results are positive and when the people with 
divergent views intend their disagreements to have positive results. Johnson, John and 
Tjosvold (2006) aptly defined functional conflict as when an individual’s ideas, information, 
opinions, amongst others, are incompatible with those of another and both parties seek to 
reach an agreement. 
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Functional conflict stimulates problem solving, innovation and creativity and has a positive 
impact on an organisation and its employees. It is said to support the goals of an organisation 
and improves its performance by encouraging greater work effort among the employees 
(Bankovskaya, 2012). Flanagan and Runde (2009) emphasized that “disagreements may 
signal the emergence of innovative, novel concepts as yet unrealized” while Guttman (2009) 
indicated that the functionality of conflict depends on the extent to which (and how rapidly) 
individuals and teams move through the four stages of development which he described as 
“testing, infighting, getting organized and high performance”. Guttman (2009) further 
suggested that the alignment of key factors is essential. Those key factors include “business 
relationships/mutual expectations, protocols/rules of engagement, individual 
roles/accountabilities, and goals/business priorities/focus” (Guttman, 2009). If managed 
appropriately therefore, functional conflict could lead to organisational innovation, increase 
in performance and productivity (De Dreu and Beersma, 2005). And again, another benefit 
identified by Bankovskaya (2012) is that it gives employees chances not only to identify the 
problems, but also to see the opportunities that may arise from such problems because when 
individuals engage in such conflicts, they are able to learn more about themselves and others 
thereby improving on their relationship. Ghaffar (n.d) had further opined that conflict is even 
needed if it does the following: 
(i) Helps to raise and address problems;  
(ii) Energizes work to be done on the most appropriate issues; 
(iii)Helps motivate people to participate; and 
(iv) Helps people learn how to recognize and benefit from their differences 
 
Figure 2.1 shows the level of conflict that is ideal and necessary for an organisation’s growth 
(Jones and George, 2000). 
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Figure 2.1 Level of Ideal Conflict. 
Source: Jones and George (2000). Contemporary Management. (2nd edition) McGraw-Hill, Boston, M.A 
 
De Dreu and Beersma (2005) supporting the diagram above argued that at a low level, 
conflict actually causes poor performance within the organisation as it leads to inactivity, 
avoidance and neglect of information. Whereas at a high level, conflict does not only cause a 
decline in organisational performance, it reduces the capacity to process and evaluate 
information. While at the optimum or moderate level, conflict leads to effective decision 
making, high performance and the conflicting parties are able to seek and integrate useful 
information that could lead to a strong impulse thereby improving the situation causing the 
conflict. 
2.3.2 Dysfunctional Conflicts 
 
Dysfunctional conflicts are those that prevent a group from achieving its goals. When conflict 
is destructive with negative results, it is classified as dysfunctional. According to 
Bankovskaya (2012), this type of conflict is characterized by competing employees’ interests 
which override the organisation’s main objective and the result is usually decreased 
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productivity (Kaye, 1994; Bankovskaya, 2012), strained relationships and lower employee 
motivation (Daniel, 2001), negative impacts on individual wellbeing (De Dreu, Dierendonck, 
and Dijkstra, 2004), and wasted time (Suppiah and Rose, 2006). It is normally observed that 
functional and dysfunctional conflicts do not necessarily exist separately from each other as 
the differences according to Bankovskaya (2012), are not in their sources but in the manner in 
which they are expressed. And though organisations may typically have varying degrees of 
functional and dysfunctional conflicts, it is imperative that managers understand not only the 
difference, but the theories that apply to their effective management. 
 
2.4 Classification of Conflict 
 
According to Ghaffar (n.d), the classification of conflict could be based on the condition 
giving rise to it. He posited that conflict may arise from a number of sources such as tasks, 
values, and goals. However, conflict, as stated by Rahim (2001), may be classified on the 
basis of its source such as affective conflict, substantive conflict, conflict of interest, conflict 
of values, goal conflict, realistic versus non- realistic conflict, institutional versus non-
institutional conflict, retributive conflict, misattributed conflict and displaced conflict. He 
further classified organisational conflict as inter-organisational, that is, conflict between two 
or more organisations or intra-organisational, meaning conflict within an organisation which 
he further divided into intrapersonal, interpersonal, intragroup and intergroup. 
 
According to Bankovskaya (2012), there are three types of inter-organisational conflicts. 
Substantive conflict happens when a basic disagreement occurs at a fundamental level. 
Cultural conflict, the result of misunderstanding and stereotyping, occurs as a result of 
cultural needs and desires. Bankovskaya (2012),  associated emotional conflict with people 
from different organisations and this takes place when people react based on emotions such 
as fear, jealousy, envy or stubbornness.  
 
Intra organisational conflict can also be categorized as follows: 
Intrapersonal conflict: According to Rahim (2001), this type of conflict is also known as 
intra-individual or intra-psychic and it occurs when an organisation’s member is asked to 
perform some tasks or roles that do not correspond with his interests, goals or values. In order 
words, when an individual participates in two or more activities that are clearly incompatible, 
they lead to intrapersonal conflict. 
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Interpersonal conflict: Gareth and Jennifer (2008) stated that it is a kind of conflict that 
involves more than one individual within a group. This usually happens when two or more 
employees of the same or different hierarchy in an organisation do not get along and this can 
invariably affect those around them. The main cause of this conflict is usually personality 
differences. This type of conflict is said to be disruptive to organisational goals (More and 
Wegener, 1992). 
Intragroup conflict: This is also known as intra-departmental conflict (Rahim, 2001). It is the 
conflict among members of a group or sub-group as regards the carrying out of their goals, 
tasks and procedures to be used. 
Intergroup conflict: According to Rahim (2001), this is also known as inter-departmental 
conflict which occurs between two or more groups within an organisation.  
 
Apart from the above classification, Jerrell et al (2014) had posited that most studies on 
conflict tend to focus on two types of conflicts which are task-related and have to do with the 
way or method the group in the organisation does its job.  
 
2.5 Sources/Causes of Conflict  
 
Although Rahim (1986) categorized the sources of conflict into six types as stated in section 
2.4 above, Plunkett and Attner (1989) later identified sources of conflict to include shared 
resources, differences in goals, differences in perceptions and values, disagreements in the 
role requirements, nature of work activities, individual approaches and the stage of 
development within the organisation. Alabi (2002) agreed with some of these causes and 
went further to identify that potentials for conflicts are quite many and diverse within the 
university system. Some of these, he identified as competition for scarce resources, perceived 
goal incompatibility, drive for autonomy and academic freedom, management style of 
universities, differences in values and lifestyles, politics and national issues. Chukwuemeka 
et al (2012) also identified causes of conflict as political instability in the nation which 
invariably affects the economy, poor financial base, incessant demand for increase in wages, 
fringe benefits, irregular payment of salaries, leadership problem and lack of proper 
communication about issues and the absence of effective organisational framework to handle 
workers’ grievances. 
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In the empirical research on banking organisation carried out by Obasan (2011), he stated that 
the causes of conflicts are diverse and often include unacceptable employment terms, work 
conditions, perceived improper styles of management and ineffective means of grievance 
communication. He attributed the main source of conflict within the organisation to 
perception and value problems. 
 
Jones and George (2003) stated that some of the various causes of organisational conflicts are 
incompatible goals and time horizons, status inconsistencies, scarce resources, incompatible 
evaluations or reward system, task interdependencies, and overlapping authority, as aptly 
captured in Figure 2.2. 
 
 
Figure 2.2: Causes of Conflict 
Source: Jones and George (2003).Organisational Conflict, Negotiation, Politics, and Change, Contemporary 
Management (3rded). McGraw-Hill Companies. Inc. Boston, M.A 
 
 
Hastings (2007) stated that workplace conflicts could be categorized by their causes and 
identified the following as some of the variety of issues that can give rise to them:  
(i) Different work methods where employees have the same goal but different 
approaches to achieving the goal;  
(ii) Different goals that are inconsistent with one other; 
(iii)Differences in personalities where people annoy one another because of who they are 
or how they act; 
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(iv) Biases that people have against different groups of people; 
(v) Issues, actions or comments that cause stress; 
(vi) Different viewpoints or perspectives on various issues that may relate to people’s 
upbringing, gender, age or other such characteristics; 
(vii) Different levels of interpersonal skills and verbal and/or written communication 
   capabilities; 
(viii) Competition for financial or other resources; and 
(ix) Unique subcultures that establish “us vs. them” situations.    
 
Adebile and Ojo (2012) also identified sources of conflict as follows: 
(i) Disagreements between persons that occur when one of the persons experiences 
stress; 
(ii) Problems ensuing from role conflict, a situation that happens when there is a clash 
over an individual function in the organisation; 
(iii) Clash of power tussle between individuals and between groups over the 
accomplishments of set objectives; 
(iv) Misunderstandings leading to disagreements over other people’s problems and 
manner of solving these problems; 
(v) Improper communication and interaction breakdowns as a result of the 
interdependence requirements for collaboration; and 
(vi) Pressures from external forces outside the organisation  that results in breeding 
internal pressures as the organisation tries to adjust to these changes. 
 
Other causes of conflict are:  
(i) General attitude such as illness, absenteeism from work, lateness to duty and 
relationships between staff  are usually rated as the most frequent causes of disputes at 
work, in addition to conflicts over performance,; 
(ii) Stealing and other vices  as well as sexual and wages discrimination are identified 
among the most frequent causes of conflict; and 
(iii) Performance issues which are rated as being among the frequent cause of conflict 
among organisations. (Chartered Institute of Personnel and Development, 2007). 
 
According to Nahawandi et al. (2015), sources of conflict can either be personal or 
organisational as some conflicts are related to individuals having incompatible goals while 
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others are related to the way an organisation is structured or managed. Personal conflict can 
be traced to differences in individual’s value, perceptions or culture while organisational 
sources can be traced to the following: 
 
Goal Incompatibility: This is said to be the source of many conflicts because of the fact that 
many departments within the organisation focus on different tasks and functions. 
 
Uncertainty: Due to frequent changes in the work environment leading to uncertainty which 
makes it difficult for managers to have a clear direction, many are forced to adapt to “rapidly 
shifting environmental constraints” and are, therefore, under pressure which invariably leads 
to conflict as departments and employees within the organisation deal with changing goals. 
 
Resource Scarcity: Competition over scarce resources by employees and departments within 
the organisation can also result to conflict as they try to get hold of the limited resources to 
meet their goals. 
 
Reward System: This encourages employees to do their best but such also brings about 
rivalry and competition among groups and individuals thereby creating conflict. 
 
Interdependence: This is when employees depend on one another to get their work done. 
Conflict arises when the interdependence is high as each person’s goals, values and ways of 
doing things are different.  
A model of sources of conflict as prescribed by Nahawandi et al (2015) is shown in Figure  
2.3. 
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Figure 2.3: Sources of Conflict 
 
Source: Adopted from Nahawandi, A., Denhardt, R. B., Denhardt, J. V., and Aristigueta, M. P. 
(2015).Organisational behavior. Sage Publication, Inc. California, USA. 
 
2.6 Sociological Dimension of Conflict 
 
Sociology has been defined as the scientific study of human societies which seeks to 
understand how social activities influence people living within the society (George and 
Amusan, 2013). This definition places emphasis on human interactions and arising from this, 
several scholars over the years have viewed conflicts from the sociological dimension, that is, 
looking at conflict from the incompatible aspect between individuals living within a given 
society. This invariably leads to the fact that conflict is inevitable in a social setting as 
individuals will always have incompatible goals and objectives. One of such scholars who 
viewed conflict this way is Marvin (1968) in George and Amusan (2013). He posited that 
conflict is “that which occurs when there is a discord or opposition between two or more 
actors within the process of social interaction”.  
 
George and Amusan (2013) broke down the various forms and dimensions of conflict into: 
political and organisational conflict, intellectual/ideological conflict, cultural conflict, 
religious conflict, ethnic/racial conflict, and work and family conflict. 
 
Political and Organisational Conflicts: George and Amusan (2013) posited that this form of 
conflict arises when there is perceived clash of value and interest among social groups or 
Resources 
Scarcity 
Uncertainty 
Reward System 
Goal 
Incompatibility 
Interdependence       Conflict Personal 
Difference 
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people within a group. According to them, Johnson (1976) identified causes of conflict as 
rivalries, jealousies, personality clashes, role definition, and struggle for power and favour in 
addition to other factors such as dispute on how revenue and work are to be allocated within 
an organisation. 
 
Intellectual/Ideological Conflicts: Again, George and Amusan (2013) argue that this form of 
conflict implies the clash of ideals and beliefs usually arising from intellectual differences 
where a group tries to impose its ideals and beliefs on another group thereby resulting in a 
clash. Intellectual/Ideological conflicts are considered to have positive value as they lead to 
the formulations of theories thereby advancing knowledge.  
 
Cultural Conflict: Culture is both dynamic and universal. It is said to form belief system, 
frame perceptions, formulate understanding, and guides actions and behaviours. Cultural 
conflict, therefore, is considered a clash or struggle between two or more sets of cultural 
beliefs and values  or when two different cultural orientations clash as a result of 
disagreement in relations to disrespect or disregard for the cultural belief of another person 
which is seen by that person as sacrilegious. Example of cultural conflict is the clash between 
Ife and Modakeke, Ota and Owu in the south western part of Nigeria, communal clashes in 
Kaduna, Jos of Northern Nigeria and among the Ijaws, Urhobo and Itsekiri of the southern 
Nigeria (George and Amusan, 2013).   
 
Religious Conflict: Religion is said to be the source of major conflicts. According to Hislop 
(2012), one of the major global problems experienced today is people’s inability to co-exist 
peaceably as a result of the variation in religious belief and this often result in violence and 
destruction of lives and property. A major example is the Boko Haram saga in Nigeria where 
Islamic fundamentalists are engaging in suicide bombing and killing of people who refuse to 
embrace their faith. 
 
Ethnic and Racial Conflict: This has been defined as a clash between tribal groups occurring 
as a result of ethnic sentiments or hatred often resulting to hate crimes such as genocides 
(George and Amusan, 2013). They are also considered inevitable in view of the people from 
different ethnic and races who often interact or co-exist. Although George and Amusan 
(2013) posited that it is not in all cases that ethnic pluralism leads to conflict. Examples of 
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ethnic and racial conflict was given as annihilation of the Jews by the German Nazi, the war 
between Hutus and the Tutsis in Rwanda, amongst others. 
Work and Family conflict: This is considered a “ form of inter-role conflict in which the role 
pressure from work and family domains are mutually incompatible so that participation in 
one role (home) is made more difficult by participation in another role (work)” (Greenhaus 
and Beutell, 1985). According to George and Amusan (2013), work and family conflict 
occurs when work practices or demands interfere with family life thereby affecting family 
relationships. 
 
2.7 Conflict and Communication 
  
In discussing conflict, communication is very essential as it plays a vital role in the 
management of conflict. Through effective communication, employees and management 
within an organisation can manage conflict properly and bring about positive results. 
According to Fleetwood (1987), conflict cannot be fully discussed without linking it to 
communication. She stated that communication is the cardinal factor in all interpersonal 
conflict. Communication and conflict are related in special ways as communication behaviour 
often stirs conflict being that it reflects conflict. Communication is also seen as the channel 
for the positive or negative management of conflict.  
 
Fleetwood (1987) stated that communication is seen as the single largest problem in 
organisations owing to the fact that the basis of power is shared through communication. And 
furthermore, communication helps in getting to the root of most conflicts. Communication, 
therefore, is the sending and receiving of verbal and non-verbal information from a sender to 
a receiver. It is considered an important element in organisations. It is not possible to have 
good human relations without communication but what is required to maintain human 
relations in order to achieve good business performance is effective communication and in 
such communication, the receiver must be able to decode the message sent (Spaho, 2013). 
Managements in organisations are said to depend on communication to achieve 
organisational objectives owing to the fact that there are various interactions among 
employees within an organisation which have to pass through some kind of communication 
channel (Robbins and Judge, 2012). The fundamental purpose of communication is not only 
to keep the organisation current with the internal happenings but to ensure that the employees 
maintain common beliefs and objectives concerning the organisation (Aulal and Siira, 2010). 
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Fatile and Adejuwon (2011) had posited that dysfunctional conflict in higher institutions is on 
the increase because the parties involved, among other things, do not explore the use of 
effective communication. In an empirical research carried out by Adeyemi and Ademilua 
(2012), it was shown that the foremost cause of conflict was lack of communication between 
the management of universities and the employees as out of 3,112 respondents, 3,006 
representing 96.6% claimed that communication gap was the greatest cause of conflicts 
within the system. Chukwuemeka et al. (2012) also identified poor communication as one of 
the sources of conflict within an organisation because the lack of effective communication in 
handling issues that lead to employees’ grievances make them feel unhappy and this can lead 
to uncertainty, misinformation and conflict within the organisation. 
 
Therefore, in order to understand conflict, there is the need to understand communication. 
According to Salleh and Adulpakdee (2012), one of the major causes of conflict is poor 
communication which usually leads to misunderstanding. They posited that the easiest way to 
prevent conflict is to ensure good communication. Hocker and Wilmot (1985) earlier on also 
asserted that “communication is the central element in all interpersonal conflict”. They went 
further to show the relationship between communication and conflict by stating that 
communication behaviour often creates conflict, reflects conflict, and is the vehicle for the 
functionality or dyfunctionality of conflict management. They further explained this by 
stating that every communication message, both verbal and nonverbal, creates meaning 
through sharing specific content information and secondly, each person defines the 
relationship in every communication transaction and communicates that relational definition 
to the other party along specific content. It is, therefore, not possible, as asserted by Spaho 
(2013), to have good human relations without communication which is required both for 
maintaining human relations in an organisation and achieving efficient performance within 
the organisation. 
 
Communication is defined as the transfer of information from a sender to a receiver while 
organisation communication is said to be the process whereby individuals within an 
organisation through verbal or nonverbal messages stimulate meanings in the minds of other 
individuals (Spaho, 2013). Communication, therefore, is the process of exchanging 
information between persons and groups. Some of the objectives of communication have 
been stated by Robbins and Judge (2012) to include, inter alia, the following: 
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(i) To discourage the spread of misinformation, ambiguity and rumours which can likely 
cause conflict and tension; 
(ii) To foster any attitude that is necessary for motivation, cooperation and job 
satisfaction; 
(iii)To develop information and understanding among all workers. This is necessary for 
group effort;  
(iv) To prepare workers for a change in methods of environment by giving them necessary 
information in advance; 
(v) To encourage subordinates to supply ideas and suggestions for improving the product 
or work environment and taking these suggestions seriously; 
(vi) To improve labour management relations by keeping the channels of communication 
open and accessible; and 
(vii) To improve social relations among workers by encouraging intercommunication. 
This would satisfy the basic human need for a sense of belonging and friendship. 
 
Adejimola (2009) aptly summarized communication as follows: 
(i) It is seen as a process; 
(ii) It takes place between two or more people; 
(iii)It has to be a message which is sent through a medium; 
(iv) It generates or provokes appropriate behaviour or reaction; and 
(v) It is the bedrock of any social system. 
From the above summary, communication can be seen as the process of sharing or 
exchanging information between two or more people which is considered a vital tool during 
conflict resolution, it involves the use of language, symbols and gestures.  Adejimola (2009) 
further stated that the absence or poor communication can escalate conflict whereas 
exchanging and sharing information can go a long way in resolving conflict between parties. 
Essentially, the success of conflict strategies can be said to be dependent on effective 
communication. Kazimoto (2013) argued that the most important and consistent element in 
dealing with conflict is open, honest and clear communication. He further stated that few 
people regard themselves as poor communicators and it is important that managers get 
feedback from their staff on how to improve conflict situation.  
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To understand the process of communication, there are certain factors embedded in it such as 
the communication nodes which are; sender, encoding, transmission, decoding, receiver and 
noise. 
2.7.1 Communication Nodes 
The communication nodes are the necessary steps in any communication process which 
includes the following: 
Sender 
In a communication process, the first step is for the sender who is the person that originates 
an information to transmit the information to another party known as the receiver.  
 
Encoding 
The second step in the communication nodes is to translate the information into an 
appropriate form suitable to the situation at hand. This can be in the form of spoken words, 
gesticulation and show of symbols. Though in most cases, communication can involve the 
combination of words, gesture and symbols. The encoding stage of communication process is 
inclined to a large extent to the details of the content of the message, the acquaintance 
between the sender and receiver and other factors that might be present. The sender aim is to 
transfer the idea transmitted to the receiver into a form that be understood by the receiver.  
 
Transmission 
After the message which could be visual or oral information has been encoded, it is 
transmitted through the appropriate channel within the organisation. Such channels include 
personal communication between the individuals using the means of sound frequencies, 
memos, letters and reports. 
 
Decoding 
This is the process of interpreting the meaning of the message sent through the process of 
transmission. The receiver tries to converts the message transmitted to the sender’s original 
form by interpreting the message. This process is not as simple as it seems. It could be 
complex and fraught with many errors and can easily lead to misunderstanding between the 
sender and the receiver if not well interpreted, thereby, resulting in conflict. 
 
 
35 
 
Receiver 
Once a message has been transmitted and received by the receiver who in this case can be a 
person, a group or a person acting on behalf of a group, it is decoded and he/she continues the 
communication cycle by responding if necessary with a message back to the sender. He/she 
may also decide to ignore the message or not respond immediately. The process of the 
receiver responding to the message is known as feedback and this starts the communication 
process afresh as the original sender, this time becomes the receiver. 
 
 Noise 
Noise is one of the possible hindrances to effective communication. It refers to any type of 
interference or distortion that reduces the clarity of the message being transmitted through the 
communication process. It usually keeps the receiver from paying attention to the message. It 
could be external such as a disruption in a telephone line, weak signal due to bad weather, or 
internal such as the receiver being tired or hungry thereby resulting in ineffective 
communication. 
 
This process is shown in Figure 2.4. 
 
 
  
 
 
 
 
 
 
 
 
 
 
Figure 2.4   Communication Process 
Source: Robbins, S. P. and Judge, T. A (2012) Organisational Behaviour. (12th ed)New Jersey .Prentice Hall 
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Effective communication could be downward, horizontal, upward or diagonal communication 
(Miljkovic and Rijavec, 2008). Downward communication flows from top management to 
employees. Upward communication flows from employee to top management while 
horizontal communication flows between employees or departments on the same level within 
the organisation. On the other hand, diagonal communication flows between/amongst people 
who are not on the same organisational level or in direct relationship within the organisation. 
This type of communication usually supplements other types (Miljkovic and Rijavec, 2008). 
 
2.8 Conflict Management and Conflict Resolution 
 
As earlier stated, conflict is inevitable wherever there is human interaction and contact 
(Green, 1984; Marion, 1995; Pepin, 2005). It is only wise that conflicts are addressed by 
practicing good conflict management in the organisation as an effective management of 
conflicts is fundamental to the development of any society (Swanstrom and Weissmann, 
2005). 
 
Management, according to Mukoro (2013), is “the process of mobilizing the available scarce 
human and material resources in an organisation to realize stated goals and planned mission”.  
Conflict management has been defined by De Dreu (2002) as a process of managing the 
clashes or struggles between parties. Green (2007) defined it as the practice of 
identifying and handling conflict in a sensible, fair and an efficient manner. 
Whereas Tanner (2000) defined conflict management as the limitation, mitigation 
and/or containment of a conflict without necessarily solving it, Zartman (1997) 
opined that it refers to the process of eradicating violence and actions associated 
with it thereby leaving the conflict to be dealt with on the political level. He, 
unlike the others, restricted the management of conflict only to the political 
sphere leaving out others like organisations and institutions of higher learning 
which also experience conflicts. Huseman (1977) described conflict management 
as the ability to distinguish between useful conflicts and the ones that should be 
eliminated. Leffel, Hallam, and Darling (2012) viewed conflict management as not 
implying terminating conflict, but involving the understanding of strategies 
required to minimize the dysfunction aspect of conflict and enhance its 
constructive effectiveness. 
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The study of conflict management is important as it helps in understanding and 
resolving conflicts in any organisation. Conflict management aims at limiting and avoiding 
future violence by promoting positive behavioural changes in the parties involved (Fisher, 
2000). Conflict management strategies, therefore, refer to the internal mechanisms used by 
various authorities in resolving conflicts without actually eradicating it. 
 
In addressing the issues of conflict, it is important to know that its management is different 
from the resolution albeit in some literature, the two concepts are used interchangeably 
(Deutsch, 1973). According to Robbins (1978) in Rahim (2002), conflict resolution implies a 
reduction, elimination or termination of conflict. It involves mediation, negotiation, 
bargaining, and arbitration which fall into the conflict resolution category. It connotes the 
idea that individuals involved in a conflict are mutually satisfied with the outcome of the 
settlement of the conflict but according to Segun (2013), not all conflicts can actually be 
resolved to the mutual contentment of the parties involved. 
 
Rahim (2002) also asserted that conflict management does not necessarily imply avoidance, 
reduction or termination of conflict; it simply means designing effective macro-level 
strategies to minimize its dysfunctions and enhance constructive functions for learning and 
effectiveness in an organisation. He further stated that what a contemporary organisation 
needs is conflict management and not conflict resolution as conflict resolution strategies also 
known as dispute resolution or dispute management emphasizes negotiation or bargaining, 
mediation, and arbitration and these are designed to deal with conflict at the micro-level 
within the organisation and may not involve any significant change in the functioning of the 
organisations. But effective conflict management, according to him, involves a change at the 
macro-level in the organisation so that substantive conflict is encouraged and affective 
conflict is minimized in the individual, group, intergroup, and organisational level.  In other 
words, conflict management minimizes the negative outcomes of conflict and promotes its 
positive outcomes with the goal of improving learning in an organisation. Conflict is a major 
outcome of interactions among people and therefore, cannot be eliminated in any social 
system, hence conflict resolution is considered one of the most important challenges of 
governance. Robinson, Roy and Clifford (1974) advocated that managing conflict towards 
constructive action is the best approach in resolving it in an organisation rather than its 
complete elimination. Conflict is, therefore, considered a major consequence of social 
interaction among humans and as a result cannot be completely eliminated. 
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The study of conflict management is done in three major ways as posited by Alok, 
Raveendran, and Shaheen (2014). The first includes studying the situation-specific factors 
that impact on or influence the way individuals handle conflict within the organisation based 
on the assumption that conflict management style is situation-specific and is influenced by 
factors such as task complexity, task interdependence, job design, conflict type, and topic of 
conflict. These factors are affected by the organisational context in which they are executed.  
They can, therefore, be studied by paying close attention to the source of conflict and 
detecting the causes and obstacles that the employees consider as vital for choosing the right 
conflict behaviour. 
The second factor is the studying of the focus on the workplace atmosphere because 
important factors within the organisation such as team identity, norms, cohesion and trust 
which serve as powerful antecedent conditions for effective conflict management can be 
evaluated by recognising the work atmosphere which employees within the organisation 
consider vital for effective conflict management. The third study focuses on individuals’ 
behaviour because people’s attitudinal efficacy and control beliefs about conflict invariably 
influence their choice of conflict management styles. 
 
For conflict management to be effective, Rahim (2002) identified the need factors which 
include, organisational learning and effectiveness, needs of stakeholders and ethics. Under 
organisation learning and effectiveness, Rahim (2002) asserted that conflict management 
strategies should be designed to enhance this within an organisation as it is expected that 
organisational learning will lead to long term effectiveness within the organisation. 
Therefore, the strategies should be designed in a way that will enhance critical and innovative 
thinking. 
 
On needs of stakeholders, Rahim (2002) further asserted that conflict management should be 
designed to satisfy the desires and expectations of the various stakeholders involved. He 
mentioned Mitroff (1998) whom he said advocated the selection of right stakeholders to solve 
the right problems. Though he (Rahim) opined that when multiple parties are involved in 
conflict in an organisation, involving all the parties in the problem solving might be a 
challenge to the conflict management process, however, when this is finally actualised, it will 
lead to collective learning and organisational effectiveness thereby satisfying all the stake 
holders. 
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On ethics as a factor for making conflict management effective in an organisation, Rahim 
(2002) also cited Mitroff (1998) whom he acclaimed as being a supporter of ethical 
management as stating that “if we can’t define a problem so that it leads to ethical actions 
that benefit humankind, then either we haven’t defined or are currently unable to define the 
problem properly”. Rahim (2002) thereby concluded that ethically, subordinates in 
organisations have the moral obligation to speak against the decisions of supervisors when 
such decisions are likely to have serious adverse effects. 
One of the effective ways of managing conflict in an organisation is to first and foremost 
recognize that there is a problem and thereafter create problem-solving processes and 
implementation. Rahim (2002) further stated that the art of managing organisational conflicts 
involves four processes which he referred to as the diagnosis, intervention, conflict, learning 
and effectiveness. Diagnosis, according to him, provides the basis for intervention whereby 
the conflict is viewed critically and thus leads to learning and effectiveness in the 
organisation. It is considered the most important element of conflict management. Diagnosis 
is the ability to recognise the problem leading to the conflict at hand. It can also lead to 
finding out the cause of the conflict in the organisation and the strategies used by managers 
and employee in solving or managing the conflict. 
 
Intervention: After the diagnosis is done, intervention becomes the next necessary step and 
it is considered to be of two types. The first is the process approach where managers match 
the strategies of handling conflicts with different situations after assuming the changing 
intensity of the conflicts and the ways to handle them. The second is the structural approach 
which involves improving organisational effectiveness and changing organisational design. It 
manages conflict by the way it is viewed. 
 
Conflict: According to Rahim (2002), this has two dimensions. The first dimension consists 
of disagreements pertaining to task issues while the second consists of emotional and 
interpersonal issues which lead to conflicts and are said to have an effect on the organisation. 
This process is adequately captured by Rahim’s model re-presented in Figure 2.5. 
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Figure 2.5: Processes for Managing Conflict 
Source: Rahim (2002). Towards a Theory of Managing Organisational Conflict. The international Journal of 
Conflict Management. Vol. 13, No. 3. 
With this mind-set, we shall focus on the theories of conflict management. 
 
2.9 Conflict Management Theories 
 
The essence of this section is to examine the various conflict management theories 
propounded by various conflict management theorists. Conflict management styles and 
conflict management theories are sometimes used interchangeably and they refer to the 
behavioural orientation of an individual in a conflict situation (Rahim, 2002). While some 
writers call them styles, others argued that they are theories (Van De Vliert, and Kabanoff, 
1997; Singleton, Toombs, Taneja, Larkin, and Pryor, 2011). Hocker and Wilmot (2011) 
defined conflict management styles as "patterned responses or cluster of behaviours the 
people use in conflict". The concept of conflict management theory is said to have its roots in 
organisational research and social psychology (Riaz, Zulkifal and Jamal, 2012). Some of the 
earliest theories were developed by conflict management theorists like Follett (1940), Blake 
and Mouton (1964), Thomas (1976) and Singleton, Toombs, Taneja, Larkin, and Pryor 
(2011), while others like Rahim and Bonoma (1979) and Pruitts (1983) came later on. 
Though Follett (1940) is considered to be the first researcher who discussed conflict 
management models, Blake and Mouton (1964) were credited to be among the first to present 
a conceptual method for classifying conflict management theory which they grouped into five 
types: forcing, withdrawing, smoothing, compromising, and problem-solving. Later on, 
researchers began using the intentions of the parties involved to classify the models of 
conflict management. It was asserted that both Thomas (1976) and Pruitt (1983) further 
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presented a model based on the concerns of the parties involved in the conflict. The 
combination of the parties concerned for their own interests known as assertiveness and their 
concern for the interests of others called cooperativeness, they claimed, would yield a 
particular conflict management style. Pruitt was said to have called these styles yielding (low 
assertiveness/high cooperativeness), problem-solving (high assertiveness/high 
cooperativeness), inaction (low assertiveness/low cooperativeness), and contending (high 
assertiveness/low cooperativeness).  He further argued that problem-solving is a better choice 
when seeking options that would mutually be beneficial to the parties involved. 
 
2.9.1 Mary Parker Follett (1940) Conflict Theory 
 
Follett (1940) suggested five ways of dealing with conflict which are compromise, 
integration, domination, suppression and avoidance. According to her, domination means one 
party being victorious over the other party in conflict situations. While in compromise style, 
each of the party gives up some of his or her concern in order to be able to accommodate the 
concern of the other so as to reach a solution. But she argued that usually, people do not like 
the idea of giving up any of their concern. In integrating style, parties have the desires to 
reach a solution which would be beneficial and desirable to all of them. She described the 
integrating style as the best (Riaz, Zulkifal and Jamal, 2012). 
 
2.9.2 Robert R. Blake and Jane Mouton (1964) Managerial Grid Theory 
 
Blake and Mouton (1964) were the first to present a conceptual scheme for classifying the 
different styles for handling interpersonal conflicts. They presented a two dimensional grid of 
concern for people and concern for production  for classifying interpersonal conflict styles of 
managing conflict which were further broken into five types: forcing, withdrawing, 
smoothing, compromising, and problem-solving. These five modes of managing conflicts 
were described based on the attitudes of the manager. Thus, the theory is based on two 
dimensions which are concerns for production and concerns for people. Their two 
dimensional theory, UlHaque (2004) claimed, hypothesized that organisational conflict 
depends on the desires to obtain one's own goal in opposition to retaining interpersonal 
relationships. 
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2.9.3 Thomas, K. W. (1976) 
 
Thomas (1976), identified five different conflict handling styles based on the two dimensions 
propounded by Blake and Mouton, thereby reinterpreting Blake and Mouton’s scheme. He 
did this by considering the intention of a party which is either assertion or cooperation. 
Assertion has to do with an individual’s motivation to satisfy his own needs or concern above 
others while cooperativeness measures the extent to which an individual attempts to satisfy 
the needs or concern of others above his own. These two dimensions are further broken down 
into five conflict styles which include:  
 
Competing: This is high concern for self and low concern for others and it is known as the 
“win-lose” or the zero-sum approach. This seeks one’s own concerns at the expense of others 
by using all appropriate strategy to win the position and defend something that is believed to 
be correct. People who use this style usually operate from a position of power or competitive 
advantage. This approach is considered appropriate when decisions need to be quickly made 
or when defending oneself against a person who selfishly holds on to a position without any 
justifiable reason. The major disadvantage of using this approach is that it can lead to 
offending one of the parties that did not win anything (Victor, 2012). (High assertive and low 
cooperative). 
 
Collaborating: High concern for self and others. This is the pursuit of all the concerns of both 
parties through a solution that satisfies both parties completely as a result of their coming 
together to address all underlying concerns and attempts to find alternatives to satisfy all of 
them. It is therefore a “win-win” approach. People who use this style try to satisfy the needs 
of everyone involved in the conflict by acknowledging that everyone is important. The style 
is considered useful when there is the need to bring different opinions together in order to get 
the best solution. (Assertive and cooperative). 
 
Compromising: Moderate concern for self and others. This seeks a solution that satisfies and 
is acceptable to the parties involved in the conflict by partly addressing some of their 
concerns while neglecting others. This is done by finding a middle position between the 
parties. (Moderately assertive and moderately cooperative). Individuals who prefer this style 
try to find solutions that will partially satisfy everyone involved as everyone is expected to 
give up something. The style is more appropriate when the price to pay for the conflict is seen 
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to be higher than the cost of giving up or shifting ground and also when the parties are of 
equal strength and they are both at a standstill. It is a “give-and-take” approach. 
 
Accommodating: Low concern for self and high concern for others. This overlooks one’s 
own concerns in order to satisfy the concern of others. It is consider a form of selflessness 
followed by giving way to others’ wishes when ordinarily one would rather choose not to do 
so.  The style further indicates the readiness of a party to meet the needs of the other party at 
the expense of his own needs. This approach encourages cooperation and is considered more 
appropriate when the issue matters more to the other party than the accommodator and peace 
is more desirable than just winning the conflict.  (Unassertive and cooperative). 
 
Avoiding: Low concern for self and low concern for others. This neglects the conflict or 
denies the availability of conflict. One seeks neither one’s own concerns nor others. In this 
mode, one prefers to evade an issue or put it off until later. This style is characterised by a 
party accepting unpalatable decisions because he does not want to hurt the other’s feelings. It 
can be useful when the issues leading to the conflict are considered trivial, or when someone 
else is in a better position to solve the problem. It is characterised with “lose- lose” approach 
and seen as an ineffective method to adopt in managing a conflict. (Unassertive and 
uncooperative). 
 
Some researchers, however, use Integrating, Obliging and Dominating styles to refer to 
Collaborating, Accommodating, and Competing styles respectively (Khanaki and 
Hassanzadeh, 2010). 
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Source: Thomas (1976). Conflict and Conflict Management. In Dunnette, M. D. (Ed.), Handbook of Industrial 
and Organisational Psychology (pp. 889-935). Chicago: Rand McNally 
Figure 2.6: Thomas’ Model of Conflict Management 
. 
Khanaki and Hassanzadeh (2010) have further depicted Thomas’ conflict management style 
which shows the relationship between the five conflict management styles along with 
assertiveness and cooperativeness in Table 2.2. 
 
Table 2.2: Relationships between the five Conflict Management Styles 
Style Definition 
Avoiding Neglects the conflict or denies the availability of 
conflict. One seeks for neither one’s own concerns nor 
others’. In this mode, one prefers to evade an issue or 
put it off until later. (Unassertive and uncooperative) 
Accommodating Overlooks one’s own concerns to satisfy those of 
others. It is a form of selfless generosity that is 
followed by yielding to others’ wishes when one 
would prefer not to do so. (Unassertive and 
cooperative) 
Compromising Seeks for a mutually acceptable solution that satisfies 
both parties partially via addressing some concerns of 
both parties and neglecting others by exchanging 
concessions and finding a middle-ground position.  
(Moderately assertive and moderately cooperative) 
Competing Seeks for one’s own concerns at the expense of others’ 
by using all appropriate power to win the position and 
defend something that is believed to be correct. 
(Assertive and uncooperative) 
Collaborating Pursuit of all concerns of both parties through a 
solution that satisfies both parties completely as a 
result of parties’ collaboration to address all 
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underlying concerns and attempts to find alternatives 
to satisfy all of them. (Assertive and cooperative) 
 
 Source: Khanaki and Hassanzadeh, (2010). Conflict management styles: The Iranian general preference 
compared to the Swedish. International Journal of Innovation, Management and Technology, Vol. 1, No. 4. 
 
2.9.4 Rahim and Bonoma (1979) 
While researchers have proposed different strategies for managing conflict, Copley (2008) 
remarked that Rahim and Bonoma’s (1979) strategies for managing conflict appears to be the 
most popular as they have empirical evidence to validate them. 
 
Rahim and Bonoma (1979) differentiated the styles of handling conflict on two basic 
dimensions: concern for self and concern for others. Concern for self is the degree to which a 
person attempts to satisfy his or her own concern. The second dimension explains the degree 
(high or low) to which a person attempts to satisfy the concern of others. According to Rahim 
and Bonama (1979), these dimensions depict the reason behind the orientation of an 
individual during conflict. They further stated that studies by Van de Vliert and Kabanoff 
(1990) supported these dimensions. The combination of the two dimensions results in five 
specific styles of handling interpersonal conflict as shown in the Rahim and Bonoma matrix 
model in Figure 2.7. 
 
 
 
Figure 2.7 Rahim and Bonoma’s Conflict Management Model 
 
Source: Rahim, A., and Bonoma, T. V. (1979). Managing Organisational Conflict: A Model Diagnosis and 
Intervention. Psychological Reports, 44, 1327. 
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From Figure 2:7, the interpretation of the five sub-matrices is simply: 
 
(i) Dominating Style: High concern for self and low concern for others 
(ii) Obliging Style: Low concern for self and high concern for others 
(iii) Avoiding Style: Low concern for self and low concern for others 
(iv) Integrating Style: High concern for self and high concern for others. 
(v) Compromising Style: Moderate concern for self and moderate concern for others. 
 
It therefore, follows that Rahim and Bonoma (1979) adopted Black and Mouton (1964) 
managerial grid theory of conflict management. They however, named their dimensions 
differently: concern for self and concern for others.  Rubin, Pruitt and Kim (2004) posited 
that concern for self-dimensions depends on the degree to which an individual attempts to 
satisfy his own concerns while the second dimension determines the degree to which an 
individual wants to satisfy the concerns of others. They named their conflict management 
styles compromising, integrating, obliging, dominating and avoiding. Similarly, the second 
dimension which determines the degree to which an individual wants to satisfy the concern 
for others was named integrating, obliging, dominating, avoiding and compromising. This 
model later became known as dual concern model (Rubin, Pruitt, Brown and Kim, 2004) and 
the avoiding and dominating styles are considered ineffective in conflict management (Rahim 
and Bonoma, 1979; Gross and Guerrero, 2000). 
 
Avoiding conflict management style: This is when an individual withdraws from an issue or 
gives up personal goals and relationships involving conflict (McMahon, 1994). Drake, 
Zammuto and Parasuaman (1982) opined that workers who engage in conflict with a superior 
are most likely to respond in avoidance or obliging behaviour. Short-term avoidance is 
considered effective in dealing with a conflict when both parties need time to reflect 
rationally on the issues causing the conflict (Sashkin, 1995).  According to Friedman, Tidd, 
Currall, and Tsai (2000), people who use this style of conflict management are considered ill-
equipped to deal with a conflict that needs attention and because of the low concern they have 
for themselves and others, they are unlikely to be able to understand and address other 
people’s problems. It will also be difficult for them and the other party to the conflict to find 
solutions to the conflict as they will lack the basic information that is needed. At a more 
fundamental level, someone that has low concern for self and others only shows a little desire 
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to solve the problem leading to the conflict because of a stronger desire to ignore the conflict 
rather than solve it. And those who use this style are likely to experience more task conflicts 
(Friedman et al, 2000). 
 
Technicomp (1995) suggested that other appropriate uses of the avoiding style include 
instances where the issues leading to the conflict are considered trivial, more information 
needs to be gathered, a more basic issue exists, damage is imminent, the costs are too great, 
accessible resources are inadequate or the disadvantages include the risk of the conflict 
escalating, amongst others. Individuals that use this strategy generally have a low concern for 
themselves and others. And Baxter (1982) warned that frequent use of this strategy to manage 
conflict can result in having a pile of unresolved issues thereby making it more difficult to 
reconcile the parties involved. 
 
Compromising conflict management style: This involves a give-and-take situation whereby 
both parties give up something to reach a mutually acceptable decision (Rahim, 2002). 
Compromising conflict management style attempts to resolve a conflict by identifying a 
solution that is partially satisfactory to both parties but completely satisfactory to neither of 
the parties. This strategy requires both sides to give up something in order to gain something 
better. It is usually used in situations where parties are fairly equal in status and neither side 
puts forward too many demands. A situation where compromise conflict management might 
be useful in an organisation is, for example, where a group of employees are angry that their 
work is made more difficult because of something that another group fails to do. A 
compromise would allow both parties to restructure the flow of work and agree to take on 
shared aspects of the duty so neither side is overburdened (Maughan, n.d). This style is 
considered effective when the issues involved in the conflict are moderately important 
(Girard and Koch, 1996). Thus, an individual that uses this strategy shows immediate concern 
for self and others. 
 
Dominating conflict management style: Individuals who use the dominating conflict 
management style have a high concern for themselves and a low concern for others, leading 
to a win-lose target. This is said to occur when an individual considers his or her own 
interests to the detriment of others (Friedman et al., 2000). This style displays competing 
behaviours said to be associated with aggression (Alzawahreh and Khasawneh, 2011) and is 
appropriate when a quick decision is needed, the issue is trivial but important and it is 
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necessary to overcome an assertive subordinate, or the other party‘s decision could be costly 
(Rahim, 2001). Research has, however, shown that even though those who focus on their 
interest ensure that the conflict is resolved, there is also a high probability that employing this 
style will reduce the likelihood of arriving at a solution to the conflict (Pruitt, Carnevale, 
Ben-Yoav, Nochajski, and Van Slyck, 1983; Pruitt and Carnevale, 1993) 
 
Integrating conflict management style: This is used by individuals with a high concern for 
themselves and others. The aim is to work together for a possible win-win outcome. The 
integrating conflict management style is considered useful for efficiently dealing with 
complex problems in order to reach an acceptable outcome. Integrating is appropriate when 
one party alone cannot solve the problem, when commitment is needed from others, for long 
range planning, and dealing with strategic issues pertaining to an organisation’s ‘objective’ 
(Rahim, 2001). Also, according to Friedman et al. (2000), this style can become effective 
when there is potential for joint gains for the parties as the style produces greater 
understanding of the parties’ interest thereby making it easier to reach an acceptable solution. 
He further stated that if this style is frequently used in an organisation, it leads to a reduction 
in conflicts which in turn leads to the preservation or creation of organisational resources.  
And the integrating style has been observed to be ideal in managing conflict as it can enhance 
role clarity and empower team members within the organisation through open 
communication and knowledge sharing (Alok, et al., 2014). Communication openness is 
considered a major factor that promotes integrating style (Oluremi, 2007). 
The obliging conflict management style is associated with low concern for self and a high 
concern for others. This style is used when an individual is willing to sacrifice his own wants 
for the other party. This individual will often take a lose-win approach and forfeit his wants 
for those of the other party involved. Though this may reduce the conflict, it is noted that 
there is no collective resources expended as one of the party’s problems that lead to the 
conflict still remains unsolved because one party merely gives in to the other so that the 
conflict is managed (Friedman et al., 2000). This style is said to be appropriate when the 
issue at hand is more important than the other party’s (Rahim, 2001). While this style may 
likely help parties to manage conflict, it has been recognized that if used consistently, it 
becomes less effective overtime. 
 
 A situation where each of the styles is considered appropriate by Rahim (2002) is displayed 
in Table 2.3. According to him, the appropriateness or inappropriateness of conflict-handling 
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styles depends on situations at hand although De Dreu and Beersma (2005) later disagreed 
with this, stating rather that it does not only depend on the situation at hand, but also on the 
personality characteristics of the individual involved, that is, deriving from both the person 
and the situation. 
 
Table 2.3: Rahim’s Explanations of Conflict Management Strategies  
Conflict style Situations where appropriate  
 
Situations where inappropriate 
Integrating  Issues are complex. 
Synthesis of ideas is needed to come up 
with better solutions. 
Commitment is needed from other parties 
for successful implementations. 
Time is available for problem solving. 
One party alone cannot solve the problem. 
Resources possessed by different parties 
are needed to solve their common 
problems. 
Task or problem is simple. 
 Immediate decision is required 
Other parties are unconcerned about 
the outcome. 
Other parties do not have problem-
solving skills. 
Obliging You believe that you may be wrong. 
 Issue is more important to the other 
party. 
You are willing to give up something in 
exchange for something from the other 
party in the future. 
You are dealing from a position of 
weakness. 
Preserving relationship is important. 
Issue is important to you. 
You believe that you are right. 
The other party is wrong or unethical. 
Dominating Issue is trivial. 
Speedy decision is needed. 
Unpopular course of action is 
implemented. 
Necessary to overcome assertive 
subordinates. 
Unfavourable decision by the other party 
may be costly to you. 
Subordinates lack expertise to make 
technical decisions. 
Issue is important to you. 
Issue is complex. 
Issue is not important to you. 
Both parties are equally powerful 
A decision does not have to be made 
quickly. 
Subordinates possess a high degree of 
competence. 
Avoiding Issue is trivial. 
Potential dysfunctional effect of 
confronting the other party outweighs 
benefits of resolution. 
Cooling off period is needed. 
Issue is important to you. 
It is your responsibility to make 
decisions. 
 Parties are unwilling to defer; issue 
must be resolved. 
Prompt attention is needed. 
Compromising Goals of parties are mutually exclusive. 
Parties are equally powerful. 
Consensus cannot be reached. 
Integrating or dominating style is not 
successful. 
Temporary solution to a complex problem 
is needed. 
One party is more powerful. 
Problem is complex enough needing a 
problem-solving approach. 
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Source: Rahim (2002). Toward a Theory of Managing Organizational Conflict. The International Journal of 
Conflict Management. Vol. 13, No. 3. 
 
 
 
 
 
2.9.5 Pruitt (1983) Dual Concern Theory  
 
Dual Concern Theory is said to be similar to Blake and Mouton’s (1964) Managerial Grid 
Theory. It is based on the two dimensional model that consists of concern for self (high or 
low) and concern for others (high or low) and includes five conflict management strategies 
which are Forcing, Yielding, Avoiding, Problem-Solving, and Compromising. 
 
Forcing is high concern for self and low concern for others. This style involves attitudes that 
include intimidating the other party, trying to convince and sometimes having a positional 
commitment in an issue. Individuals that use this style usually force their interests on others. 
Yielding indicates low concern for self and high concern for others. It gives more importance 
to the other person’s interests over the person conceding thus accepting variances in the form 
of one sided concessions. Avoiding is low concern for self and others as well. This style also 
includes minimizing the importance of the conflict by attempting to suppress the opinions 
about the issues leading to the conflict. Problem-Solving indicates high concern for self and 
others. It is a collaborating attitude that is more inclined towards a resolution that is 
acceptable to both parties’ goals and aspirations. Lastly, Compromising implies intermediate 
concern for self and for others and a willingness to search for middle ground (Pruitt and 
Rubin, 1986; Van de Vliert, 1997; De Dreu, Evers, Beersma, Kluwer, and Naute, 2001).  
 
This theory, therefore, implies that conflict management is based on two circumstances: high 
or low concern for self and high or low concern for others. However, according to Rahim 
(2002), Pruitt’s theory did not recognize compromise as a distinct style. But Pruitt was able to 
through test studies produce evidence that the problem solving style is the best for managing 
conflict effectively.  
 
In summary, Riaz, et al. (2012) aptly compared some of the conflict management theories in 
Table 2.4. 
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Table 2.4: Conflict Management Styles and their Proponents  
Studies Dimensions / Conflict Management Styles 
Follett (1940) Primary Styles: Domination, Compromise, 
Integration 
Secondary Styles: Avoidance, Suppression. 
Black and Mouton (1964) 
 
Concern for Production, Concern for People. 
Forcing, Withdrawing, Smoothing, 
Compromising, Confrontation. 
Thomas (1976) Assertiveness, Cooperativeness / 
Competing , Collaborating, Avoiding, 
Accommodating, Compromising. 
Rahim and Bonoma (1979) 
 
Concern for Self, Concern for Others / 
Integrating, Obliging, Dominating, Avoiding, 
Compromising. 
Pruitt (1983) High or low concern for self; and High or 
low concern for others/ Yielding, Forcing, 
Avoiding, Problem Solving, Compromising. 
Source:  Riaz, Zulkifal, and Jamal (2012). Conceptualizing the Relationship between Individualism - 
Collectivism and Conflict Management Styles at Individual Levels. Institute of Management Sciences, 
Peshawar, Pakistan. Vol 5. 
 
Treslan (1993) noted that conflict is a reality that cuts across all organisational boundaries to 
affect individuals, groups and disciplines.  It can enhance productive changes in an 
organisation or lead to a dismal situation.  The resultant effect of it depends inevitably on 
how well it is managed (Leffel et al., 2012). Verma (1998) concurred by asserting that 
conflict can be healthy if it is managed effectively, therefore, conflict management requires a 
combination of analytical and human skills. To effectively analyse a conflict situation in 
order to know the conflict management styles that will be appropriate, Technicomp (1995) 
developed a decision chart listing a series of questions that must be asked when doing this. 
These questions are: 
(i) Is the issue important to you? 
(ii) Is the issue important to them? 
(iii) Is the relationship important to you? 
(iv) Is there time pressure? 
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The combination of the answers to these questions gives a conflict management style that is 
best suited for the situation and the individual’s own objectives. Furthermore, Friedman et al. 
(2000) argued that conflict management styles generally have an effect on employees’ 
attitude to work as they impact on the degree to which such employees experience conflicts. 
 
 
2.10 Conflict Resolution 
 
As earlier mentioned, conflict management is different from conflict resolution though some 
writers use them interchangeably. Whilst conflict resolution can be said to imply reduction, 
elimination or termination of conflict (Robbins, 1978), conflict resolution method is a 
combination of precise behaviours and orientations used to address conflict arising under a 
particular situation. Conflict management, however, does not necessarily infer avoidance, 
reduction or termination of conflict, but it designs effective macro-level strategies to reduce 
the negative aspect of conflict and enhances its constructive functions so as to boost learning 
and effectiveness in an organisation (Rahim, 2002). Kazimoto (2013) defined conflict 
management as “involving implementing strategies to limit the negative aspects of conflict 
and increase its positive aspects, such as through enhanced team learning and group 
outcomes”. 
 
Obi (2007) also made a distinction between conflict management and conflict resolution by 
stating that conflict management is the process of reducing the negative and distractive aspect 
of conflict through the effort of working with the parties involved while conflict resolution 
involves moves initiated to put an end to the conflict. This explanation is in line with Rahim 
(2002) who saw conflict resolution as the final termination of a conflict.   
 
2.11 Conflict Resolution Techniques 
 
A number of strategies exist for the purposes of conflict resolution, some focusing on 
interpersonal relationships and others on structural changes. These conflict resolution 
techniques are also known as alternative dispute resolution (ADR) (Rahim, 2002). ADR 
techniques of conflict resolution help to resolve conflict faster than the traditional litigation. It 
involves steps taken by third parties to help resolve or settle conflicts. Cole (2005) identified 
conciliation, mediation and arbitration as techniques for conflict resolution.  Warters (2000) 
53 
 
also identified other conflict resolution techniques such as facilitation, peer review, 
ombudsman, and negotiation. 
 
2.11.1 Arbitration: This has been defined by Cahn and Abigail (2007) as a process where 
a neutral third party who has been chosen by the disputing parties listens to them and makes a 
decision on the conflicting matter with no room for appeal. It is, therefore, considered the 
most powerful type of third-party intervention as the third party’s decision cannot be 
appealed. The Arbitrator gives the decision after listening to both parties who are allowed not 
only to adduce oral evidence but present documentary evidence where necessary. The setting 
of arbitration is similar to the traditional courtroom setting.  Amongst the advantages of 
arbitration are that the processes of arriving at decisions are very fast when compared with 
court room litigations, and it is relatively cheap or when compared with court action. But a 
major disadvantage is that the procedure is quite similar to litigation as it is a win-lose case 
(Pitchforth, 2007). 
 
2.11.2 Negotiation: This is defined as a process whereby two or more parties decide what 
each will give and take in an exchange between them (Rubin and Brown, 1975). It also 
involves some type of interaction among parties who desire something that the other party 
has. Jeong (2000) saw it as reaching an agreement through joint decision making between 
parties. According to Neale and Bazerman (1992), negotiation is a give and take decision 
making process involving interdependent parties with different preferences as one party 
usually wants to influence what the other party wants to get. They further identified the key 
elements as interdependence, perceived conflict, interaction, and agreement. There are two 
main types of negotiation. One is identified as distributive negotiation which involves a party 
reaching his or her goal at the expense of the other party. It involves a “win-lose” strategy. 
The other is integrative negotiation where the parties try to find an agreement that can satisfy 
the interests of both parties. Integrative negotiation includes a “win-win” strategy 
(Bankovskaya, 2012). 
2.11.3 Mediation: Mediation is a voluntary process where the assistance of a third party 
is sought by parties to a conflict to manage a negotiating process. Millier (2003) defined 
mediation as “the voluntary informal, non-binding process undertaken by an external party 
that fosters the settlement of differences or demand between directly invested parties”. The 
major role of a Mediator is to create a forum where parties can conveniently discuss issues 
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relating to the conflict and then arrive at a resolution. In this way, the Mediator provides an 
opportunity for the parties to negotiate. However, Wall and Callister (1995) had earlier 
asserted that more often than not, mediation does not lead to a conflict settlement but serves 
to improve the interaction between the parties. Other writers have equally claimed that 
mediation can improve communication (Kelly and Gigy, 1989), reduce stress (Zarski and 
Zarski, 1985) and endow the parties with problem solving skills. Parties during conflict 
resolutions are quite satisfied with mediation as they take into consideration all aspects of the 
conflict thereby allowing them to be in full control of the situation (Wall and Callister, 1995). 
Mediators do not impose a solution on the conflicting parties but only make suggestions 
which the parties can decide to accept or not. However, Geshinde and Akujobi (2011) posited 
that the success of employing mediation as a means of resolving conflict depends on the 
individuals involved having a right attitude towards it. 
2.11.4 Conciliation: This is similar to mediation but with a specific mission to reconcile 
the conflicting parties. It is a process where a neutral third party informally acts as a 
communication channel between disputing parties to effect reconciliation.  It involves 
facilitation under which a third party persuades parties to a conflict to work towards resolving 
the conflict. The main goal is to establish direct communication and find a constructive 
solution to the conflict at hand (Bankovskaya, 2012). Conciliation is considered less formal 
than mediation or arbitration as it is said to give less control to the Conciliator who only 
provides an informal communication link between the parties thereby improving their 
relationship rather than settling the issues between them. However, because of its less 
assertive nature, it is considered less effective than mediation (Wall and Callister, 1995). But 
it is considered very useful when conflicting parties refuse to meet each other (Bankovskaya, 
2012). 
 
2.11.5 Ombudsman: An Ombudsman helps parties in an organisation including 
management to resolve their conflict by acting as a go between, thereby allowing the parties 
to reach an amicable settlement. He does this by gathering and providing information on 
important issues relating to the conflict that will help the parties and also provide them with 
expert advice whenever they need it. The Ombudsman assists the management in designing 
and formulating organisational policies on conflict resolution systems (Cooper, Nolan, and 
Bales, 2005). An Ombudsman is considered a mediator who sees to it that there is the just 
application of the policy for the management of conflict within an organisation. 
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Kolb (1988) opined that the use of Ombudsman in resolving a conflict in a corporate setting 
is a recent development and identified two types of corporate Ombudsman: helping and fact-
finding. The helping Ombudsman, according to her, tries to provide individualised solutions 
for employee conflict while the fact finding Ombudsman sees to it that the right rules and 
procedures are followed in resolving a conflict. An effective Ombudsman should be able to 
help and find facts to be able to efficiently resolve conflicts within the organisation. 
However, as a dispute resolution mechanism, the neutrality of the Ombudsman has often 
been disputed because in trying to resolve a dispute by intervening on the employee’s behalf 
and by overcoming communication barriers, he or she may sometimes come into conflict 
with management. On the other hand, being an employee himself, the other employees may 
question his perceived independence and ability to obtain a just resolution to their complaint 
(Cooper et al. 2005).  
 
In the USA, it is said that a modest number of organisations employ ombudsmen as part of 
their overall dispute resolution process as the national survey estimates that the usage of 
ombudsmen varies from 7.5 to 10% (Lipskey, Seeber, and Fincher, 2003). Higher institutions 
are also employing this method to resolve conflicts (Rahim, 2001; Newhart, 2007). However, 
an Ombudsman cannot make binding decisions on the parties but can only make 
recommendations. 
 
2.12 Statutory Provision for Conflict Resolution 
 
There are laws enacted in Nigeria that make provisions for conflict resolution regarding 
labour relations in the workplace. Essentially, these provisions are found in the Trade Unions 
Act of 1973 and the Trade Dispute Act of 1976. 
 
The relationships which arise at the workplace include those amongst individual workers, 
workers and their employers, and amongst employers. The relationships that employers and 
workers have with the organisations are formed to promote their respective interests and the 
relations between those organisations at all levels. Industrial relations, therefore, include the 
processes through which these relationships are expressed and the management of conflict 
between employers and workers and their unions, whenever it arises.  
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Under Section 51 of the Trade Unions Act (1973), Trade dispute is defined as “any dispute 
between employers and workers or between workers and workers or workers represented by 
unions and employers which is connected with employment or non-employment or 
conditions of work of any person or in a place of work”. Emiola (2008) recognized subject 
matter, parties and purpose as the three basic elements in this definition. The first subject 
matter, according to him, is a three dimensional matter which in the first place may involve 
the employment or non-employment or the terms of employment or the conditions of work of 
any persons. This employment or non-employment of a person may be concerned with the 
initial engagement or continued engagement or the reinstatement of a person. The second 
element is the parties. The writer posited that any one of two sets of people may constitute the 
required parties to the dispute which may involve the employers and workers or workers and 
workers. This position is supported by the same Act which actually defines a worker as any 
member of the public service of the Federation or of a State or any individual (other than a 
member of any public service) who has entered into or works under a contract with an 
employer. The third element is the purpose. Furthermore, he asserted that the Trade Union 
Act did not give a definite lead in this regard. He claimed that from the three dimensional 
subject, the object of a trade dispute must be to promote the interest of the workers concerned 
and this the judges of courts have done over time by the importation of the common law rule 
of predominant purpose. In the case of Conway v. Wade, the House of Lords held that above 
all, the dispute must be in the interest of the worker, but where the purpose is not legitimate, 
the worker will lose the protection of the law. It is worthy to know and to note that the causes 
of conflict are sometimes infinite and the attempts to suppress them resulted in the 
government enacting the 1976 Trade Disputes Act which was amended in 1977 and 1990. 
The Act provides internal and external dispute settlement machineries including voluntary 
and compulsory procedures regarding the settlements of industrial conflict.  
 
The Act states in Section 3, that where there is in existence a procedural agreement between 
organisations representing the interest of employers and of workers, or any other agreement, 
the parties to the dispute shall first attempt to settle by that means. Where this fails for one 
reason or the other, the statute requires the parties to resort to any of the formal statutory 
mechanisms for dispute resolution which could take any form of the following: 
 
2.12.1 Mediation: Section 3 of the Act makes it mandatory for the disputing parties to 
meet within seven days under a mutually agreed mediator in order to settle the dispute but 
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where they are unable to do so, either of the parties can apply in writing to the Minister of 
Employment, Labour and Productivity within fourteen days to help resolve the matter. This 
means that the labour union and management are required by the Act to appoint experts who 
are knowledgeable in industrial relation matters to mediate between them (Fajana, 2000). 
Usually, these are officials of the Federal Ministry of Labour and Productivity. The essence 
of mediation is the need to make the union and management involved in the dispute to reach 
an agreement on the resolution of the conflict. However, by the same provision of the Act, 
both parties are not bound by the advice of the mediator.  
 
2.12.2 Conciliation: Under the statutory conflict resolution mechanism, where the 
mediators cannot resolve the conflict between the union and the employer, any party that is 
dissatisfied by the intervention of the mediator can declare a trade dispute which becomes an 
indication that the government should intervene.  Therefore, in accordance with Section 6 of 
the Act, the Minister then appoints a conciliator whose duty is to ensure the settlement of the 
dispute between the two parties.  The conciliator looks into the cause of the dispute and 
negotiates with the parties to reach a settlement. If this is reached within fourteen days of his 
appointment, he forwards the terms of settlements signed by the parties to the Minister and 
such terms bind the parties. 
Conciliation and mediation are similar in that the dispute is resolved by consensus and it is 
entirely a decision of the parties and not of the third party, that is to say, the conciliator or 
mediator. In both cases, the parties appoint a neutral person.  While the Trade Dispute Act 
provides for the appointment of a mediator by both the employer and the workers for the 
settlement of a trade dispute, Section 6 of the Act gives room for the Minister of Labour to 
appoint a conciliator where the mediator fails (Fajana, 2000). 
2.12.3 Industrial Arbitration Panel (IAP) 
 
When a conciliator is unable to broker a settlement between the parties within fourteen days 
of appointment, the Act requires him to make a report to the Minister, who will refer the 
dispute to the IAP within fourteen days of the failure of conciliation. The panel is made up of 
10 members which include a chairman, the vice-chairman and eight other members. The 
Employers’ Association appoints two members, and the workers’ organisation appoints two 
members as well. The Minister of Labour appoints the remaining members of the Panel who 
are usually experts in industrial disputes. The responsibility of the panel is as provided by the 
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Act and must within 42 days finish sitting, give its award and make recommendations to the 
Minister who publishes the panel’s findings and gives the parties 21 days within which to 
raise objections to the award. If there is no objection from the parties to the dispute, the 
Minister then publishes the Award of the Panel on the dispute in the Government Gazette 
with the aim of confirming the Award. However, if there is any objection to the Award of 
IAP by any of the parties, the dispute goes to the National Industrial Court as may be referred 
by the Minister of Labour. 
 
2.12.4 Board of Inquiry 
 
 
Section 23 of the Act empowers the Minister to set up a Board of Inquiry to look into the 
dispute and make recommendations on how to resolve it. The Board is constituted with 
membership drawn from people who have knowledge in industrial relations. The statutory 
procedure for the use of the board of inquiry is as follows: 
The parties in dispute put in writing to the Minister of Labour that they cannot resolve their 
dispute through voluntary means and as a result, the Minister does the following: 
(i) Appoints a person to act as a conciliator for the purpose of striking a settlement deal 
between the parties in dispute; 
(ii) Constitutes a board of inquiry where the reconciliation machinery fails to  achieve  
  settlement of the dispute; 
(iii) Refers the dispute to the Industrial Arbitration Panel (IAP) when all efforts fail to 
resolve the dispute; 
(iv) Takes the dispute to the National Industrial Court (NIC) for settlement. The National 
Industrial Court is the last resort in the event of a prolonged dispute between a union 
and the management of an organisation. The NIC acts as the final court of appeal for 
industrial disputes.  
 
2.12.5 National Industrial Court 
 
The National Industrial Court is charged with the responsibility of determining disputes 
referred to it by the Minister of Labour. The court acts as the last resort in cases of industrial 
disputes. It has an exclusive jurisdiction to: 
(i) Make final awards for the purpose of settling the disputes referred to it; 
(ii) Determine questions regarding the interpretation of any awards made by the 
Industrial Arbitration Panel and the terms of settlement. 
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On March 4, 2011, the President of Nigeria, Goodluck Jonathan, signed the Constitution 
(Third Alteration) Bill 2010 into law, thereby clarifying the jurisdictional powers of the 
National Industrial Court and its relevance to Nigerian labour law. The amended Constitution 
confers exclusive jurisdiction on the National Industrial Court for civil causes and matters 
relating to labour, employment, trade union and industrial relations. It also recognises the 
court as a superior court of record thereby laying to rest the controversies surrounding the 
status and its jurisdiction.  
Coker (2011) asserted that the amendment of the 1999 Constitution is a progressive step for 
labour practice in Nigeria in view of the fact that the conferment of specialised exclusive 
jurisdiction on the NIC, and the fact that decisions of the Court of Appeal on appeals coming 
from the civil jurisdiction of the National Industrial Court are final and are important to 
Nigerian labour and industrial relations. According to Coker (2011), these developments will 
help speed up resolution of labour disputes and promote industrial peace in the country.  
Moreover, under the amended Constitution, employees with cases relating to employees’ 
welfare, poor health conditions and safety policies can seek relief under the new Employee 
Compensation Act 2010 by instituting a suit at the National Industrial Court. 
2.13 University Education in Nigeria 
 
The establishment of universities in Nigeria followed a grand design by the Colonial 
Administration to create a crop of civil servants to provide middle and high level support in 
the emerging government establishments. In a report in the Nigerian Pioneer (1934), the 
overriding aim of the Higher College, Yaba, was to make it possible for “men and women to 
obtain at Yaba, degrees of a British University”. The understanding was that such degrees 
would equip the recipients with the highest level of skills for development. In pursuit of this 
grand design, the British Colonial Administration set up two separate Commissions – the 
Commission on Higher education in West Africa and the Commission on Higher Education 
in the Colonies in June and August of 1943 respectively. 
 
Interestingly, the reports of the two Commissions favoured the establishment of the 
University College, Ibadan – which was an affiliate of the University of London in 1948. 
Subsequent efforts at formalizing the process of university education in Nigeria and the 
greater West Africa sub-region focused on funds, staffing and infrastructure. For instance, 
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and according to Omolewa (1975) and Taiwo (1980), the Colonial Development and Welfare 
Fund provided one million, five hundred thousand pounds (€1.5m) for the development of 
higher education in the sub-region. With respect to staff, the Secretary of State for the 
Colonies appointed Dr. Kenneth Mellanby as the Principal of the University College which 
was moved from the Higher College at Yaba. Dr. Mellanby took along with him thirteen 
members of staff to teach the first set of one hundred and four students. 
  
In terms of planning, the Ashby Commission of 1959 On Post – Certificate and Higher 
Education in Nigeria recommended that provision should be made to ensure that by the year 
1970, the total student population in the higher institutions would be about 7,500 with 
significant increases between 1970 and 1980. The report of the Commission provided the 
motivation for the establishment of universities at Nsukka, Zaria, Lagos and Ife between 
1960 and 1962. Incidentally, the National Universities Commission (NUC) was established in 
1962 to streamline the operations of these universities while allowing each of them to 
maintain its uniqueness. 
 
In 1972, with the establishment of the University of Benin, the number of universities in the 
country came to six – University of Ibadan established in 1948, University of Nigeria, 
Nsukka in 1960, University of Lagos in 1962, University of Ife (now Obafemi Awolowo  
University) in 1962, Ahmadu Bello University, Zaria in 1962 and the University of Benin in 
1970. In the same year, the then Federal Military Government assumed full responsibility for 
higher education in the Country. In 1975, the Federal Military Government established seven 
new universities in Calabar, Ilorin, Jos, Maiduguri, Port-Harcourt, Sokoto and Kano, thus 
bringing the number to thirteen. Through this massive intervention by the Federal 
Government, the emphasis appeared to have been on funding and infrastructure. The creation 
of the Joint Admission and Matriculation Board (JAMB) in 1978 was to harmonize the 
admission processes into these universities. There was very little reference to the process of 
conflict management, even when it was obvious that with the increasing number of 
universities and differences in interests, there would be conflicts. 
 
As States began to increase in number in the country, many more universities were created – 
some specialised, some conventional. Different State governments also began to establish 
universities – Anambra, Bendel, Cross River, Imo, Lagos, Ogun, Ondo and Rivers. There was 
also the National Open University as well as preliminary plans to start private universities in 
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the early 1980s. Between 1990 when the Federal Government of Nigeria appointed a 
Commission headed by Chief Gray A. E. Longe to review higher education in Nigeria and in 
2015, there are 143 Federal, State and private universities. 
 
In spite of the numerical expansion of universities in Nigeria, Oni (2012) identified a number 
of issues in the system which could create an atmosphere for crises. Top on this list is access. 
He quoted the former Executive Secretary of the National Universities Commission, Peter 
Okebukola (2011) who said in the Nigerian Tribune that about 800,000 candidates would 
never be able to get admission into the universities because of lack of admission spaces. 
Other sources of crises, according to Oni (2012), are inadequate funding, inconsistency in 
governance and policies, the erosion of the autonomy of universities, decay in infrastructures 
and facilities, as well as the downward trend in the quality of education. Oni (2012) also 
rehashed the position taken by Soyinka (2004) in what he (Soyinka) described as “Descent 
into Barbarism: the end of the Collegial”. The thesis of the argument was that Nigerian 
universities are not globally competitive in terms of the quality of their products. Indeed, 
according to Soyinka (2004), “the society is raising a generation of ignorant and illiterate 
youths”. 
 
Beyond the initial motivation to raise court servants, Lin (2009) and Aina (2010) agreed that 
universities were established in Africa to instigate the rapid development of the continent, 
especially after winning independence from the former colonial masters. African universities 
were also meant to provide leadership training for the beneficiaries. This shared vision was 
uppermost in the minds of the promoters of the few regional colleges and universities in 
Africa. The practice of affiliating these early institutions to established universities in 
continental Europe was to ensure that standards were maintained. This philosophy could 
explain why Fourah-Bay College in Sierra Leone was affiliated to the University of Durham 
from 1876-1967. The University of Ibadan, as earlier noted, was attached to the University 
College, London, between 1948-1960. 
 
As great as this vision of mentorship was, there was the challenge of continuity. There is 
usually a rapid turnover in the area of policies in many African nations, a situation that has 
great potential for crises. Indeed, a major antagonist to team work is the absence of a shared 
and sustained vision. With the absence of a strong and sustained visionary platform, conflicts 
would be inevitable in Nigerian universities, just as they would be in any organisation.  
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University education from a global point of view is indispensable to the building of a strong 
economy and society in all nations (World Bank, 2008; Adeyemi and Ekundayo, 2010). In 
the Nigerian universities, it could be said that  realizing these set goals in the first twenty 
years of independence (as the few universities that were established in the country then could 
be said to be world class and produced outstanding scholars in practically all the disciplines 
in the universities) was attainable. Interestingly, many of the private universities that have 
come on board in the last decade often make promises of stable academic calendars along 
with their offers of quality education. This discovery tends to give an impression that stability 
and sustainability were not factored into the planning of Nigerian first generation universities 
in the first place. 
 
2.13.1. Private Universities 
 
Private universities are said to be non-public or independent universities which are not 
funded by the government and are usually managed by private individuals, religious 
organisation or secular boards (Belfied and Lerin, 2003). Amponsah and Onuoha (2013) 
further defined private university as any type of university which is outside the public 
university education system. The establishment of private universities dates back to 1979 
when education was on the concurrent list of Nigeria’s constitution. Interested individuals, 
private entrepreneurs and organisations were empowered along with the State and Federal 
Government to establish and fund such institutions by the provision of the 1979 Constitution. 
As a result of this provision, several private universities were established without due regard 
to proper planning. This provision later abolished Decrees 19 of 1984 and 16 of 1985 which 
cancelled the approval for setting up private universities. The then government also outlined 
the criteria to be satisfied by prospective proprietors of such universities in the country. The 
assessment of universities was subsequently handed over to the National Universities 
Commission (NUC), whose duty was to assess the adequacy or otherwise of the applications 
and processes before approval and licensing of new universities in the country. Thus, NUC 
became the body charged with the external coordination of university management in the 
country, which include accreditation of courses, approval of courses and programmes, 
maintenance of minimum academic standards, monitoring of universities by giving 
guidelines for setting up of universities, monitoring of private universities, prevention of the 
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establishment of illegal campuses and implementation of appropriate sanctions, just to 
mention but a few.  
 
The internal management of a private university is vested in the Chancellor who is considered 
the head of the university and when present, presides at all meetings of the convocation held 
for conferring degrees. Next to him is the Pro-Chancellor who is in charge of the 
administrative functions of the university, and then the Vice-Chancellor and the Registrar 
(Abiodun-Oyebanji, 2011). However, up till 1999, only public universities provided 
university education in Nigeria (Ajadi, 2010) until the past decade when private universities 
evolved. Private universities have been described by Olaniyan (2001) as those universities 
that are solely owned, financed and managed by private individuals with intention to recover 
cost in a short time and make profit. 
 
The justification for allowing the establishment of private universities has been given by 
Olugbenga (2010) as the inability of the public universities, both State and Federal, to meet 
the teeming demand of students for university education in the country. This is in addition to 
the incessant strikes by various unions in public universities which resulted to prolonged 
closures made the institutions inefficient in the achievement of their goals and objectives. 
This situation also had an adverse effect on the certificates awarded to the graduates as they 
lost their credibility in foreign countries (Isibor, 2011). 
 
Another reason posited by Olugbenga (2010) for the establishment of private universities in 
the country is the effect of globalization.  According to him, private universities all over the 
world are responding to the demand of quality education which is of international standard. 
To buttress this, it is reported that private universities in Kenya grew from three to seventeen 
between 1980 and 2004. Likewise, in Nigeria, the number tremendously increased from three 
to fifty between 1999 and 2013. Presently, there are 61 private universities in Nigeria. Ajayi 
and Ekundayo (2010) said, and rightly too, that to align with practices in other parts of the 
world, the establishment of private universities is a necessity as this is so recognised in 
advanced nations of the world where both private and public sectors of the economy provide 
and manage university education. 
 
Presently, there are more private universities than either the Federal or State owned 
universities in Nigeria. Olugbenga (2010) opined that these private universities are smaller in 
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size and tend to specialize in specific disciplines as against their public counterparts that offer 
more courses and capital-intensive programmes and are much bigger in size. However, in 
spite of the remarkable growth of private universities in Nigeria, the institutions are fraught 
with several challenges amongst which are the kinds of courses offered as often times they 
are courses that require less investment in terms of infrastructure and equipment. This is in 
sharp contrast to some of the private universities in countries like India, where Engineering 
and Medicine are given top priority (Olugbenga, 2010). 
 
Another major challenge identified by Olugbenga (2010) is lack of academic and non-
academic staff. He explained that most private universities have very few regular staff. Most 
of the academic staff are either part-time academic staff or sabbatical staff employed by the 
public universities which have better conditions of service for them. The regular staff are 
usually not holders of doctor of philosophy (Ph.D) certificates, and yet this is the minimum 
requirement prescribed by NUC for people to be able to lecture in any university in Nigeria. 
Achievements and challenges faced by private universities have been aptly captured by 
Amponsah and Onuoha (2013) as:  
(i) Provision of uninterrupted educational calendar throughout the year; 
(ii) Production of better quality graduates; 
(iii) Production of more ethical and disciplined graduates; 
(iv) Contributions to research; 
(v) Provision of improved management for efficiency in tertiary education; 
(vi) Increase in access for qualified people into universities; 
(vii) Reduction in brain drain and helping the continent to retain its educated citizens  to 
 propel its development; 
(viii) Provision of employment; 
(ix) Helping to make tertiary education more cost-effective in the long run; and 
(x) Helping Governments to reduce expenditure on higher education and make enough 
savings to be channelled to other sectors of the economy. 
 
While challenges are: 
(i) High cost of faculty and staff development and training; 
(ii) Lack of adequate finances needed for growth; 
(iii) Lack of well-resourced libraries; 
(iv) Inability to retain top quality faculty and staff; 
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(v) Lack of adequate teaching and learning equipment (projectors, computers, textbooks, 
etc.); 
(vi) Inadequate infrastructure (lecture halls, halls of residence, offices, and others); 
(vii) Problems with accrediting bodies; 
(viii) Lack of adequate human resources (understaffing); 
(ix) Low students intake; and 
(x) Low remuneration and welfare packages for employees. 
 
Although private universities have been in existence in Nigeria for over ten years, there is 
neither unionism among the students nor the staff.  Some labour leaders have, however, 
clamoured for unionism for the simple fact that it promotes democratic governance. But this 
move has been vehemently rejected by proprietors in private universities owing to the 
incessant disruption of academic activities that come with trade unionism and student unrests 
(Fatunde, 2010). Due to this rejection of unionism, little unrest has been observed in the 
private universities in Nigeria. This supports the view of stake holders of private universities, 
that unionism might not altogether be needed. Examining the ways conflict can be managed 
in the absence of trade unionism of workers forms one of the main tasks of this research. 
 
2.14 Staff Unions in Nigerian Public Universities 
 
Trade unionism is defined as the process of organising workers into pressure groups in order 
to improve the status, pay and conditions of employment of their members (Ile, 1999). This 
view is shared by Webb and Webb (1920) cited in Okpalibekwe, Onyekwelu, and Dike 
(2015) who saw unionism as an association of workers, who by means of collective 
bargaining endeavour to improve their working conditions and thus enhance their economic 
and social positions. It is considered one of the major ways workers negotiate with their 
employers to arrive at collective bargaining. There are four staff unions in Nigerian 
universities:  the Academic Staff Union of Universities (ASUU), Senior Staff Association of 
Nigerian Universities (SSANU), National Association of Academic Technologists (NAAT), 
and Non-Academic Staff Union of Educational and Associated Institutions (NASU).  
 
ASUU was formed in 1978 as a successor to the Nigerian Association of University Teachers 
(NAUT) which was formed in 1965 and whose main point of reference was the improvement 
in the conditions of service, the socio-economic and political well-being of the country. The 
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problem with NAUT as a union, was that it was considered an elitist trade union which was 
too passive, and lacked militancy (Ojeifo, 2014). The reason for this then might not be too 
far-fetched as Nigerian economy was robust, workers’ salaries were promptly paid and 
members of academic staff were the highest paid civil servants in the country next to the 
Chief Justice of the Federation (Kazeem, 2009). ASUU was formed at a time when the 
country was experiencing decline in revenue from the oil boom as a result of the failure of the 
then Military Government to invest wisely the revenue derived from the oil boom to develop 
the nation (Ojeifo, 2014). But when ASUU came on board, it took a radical stand against 
oppressive and undemocratic policies of the then Military Government in the country which 
had eroded the basic freedom in the society including academic freedom and university 
autonomy thereby resulting into poor funding of education (Makosa (2007). The guiding 
principles of ASUU as a union when it came on board are: 
(i) Integrity, transparency and accountability; 
(ii) Professionalism, objectivity and hard work; 
(iii) Courage, sacrifice and total commitment; 
(iv) Internal democracy, teamwork and group solidarity; and 
(v)  Patriotism, anti-imperialism and working class solidarity. 
 
Over the years, ASUU, as the legally recognised representative of the interest of the academic 
staff in Nigerian universities, has persistently decried the attitude of government with regard 
to agreements reached between both parties, that is, the government and ASUU concerning 
the wellbeing of its members and the good of the university system as a whole. Makosa 
(2007) captured this when he opined that the foremost demands of ASUU include 15% 
increase in salaries and immediate increase of funds to all universities by the government. 
The main consequence of university under-funding was the deteriorating standards of the 
products of the university system. This view was re-echoed by Donli (2010) when she 
concurred that the problem with university education in Nigeria is that the government has 
failed to realise that it is not enough to establish a university but that there must be adequate 
resources to sustain and make such universities of global standard in line with the 
recommendation of UNESCO. The Union’s subject matter of agitation can be summarised as 
the inadequate funding of the system, the erosion of university autonomy, and deteriorating 
conditions of service (Arikewuyo, 2008). 
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Apart from conflicts arising as a result of flagrant disregard of government over 
implementation of terms of agreement, there are also breaches of courts’ orders by the 
government as in the case of the 49 lecturers of the University of Ilorin who were sacked by 
the Federal Government through the University of Ilorin management, ostensibly because of 
their participation in an industrial strike. Despite being accorded victory by the lower court in 
August, 2005, the Federal Government refused to reinstate them and this of course led to 
another industrial strike by ASUU before the matter was eventually resolved by the Supreme 
Court in favour of the sacked lecturers. On September 20th, 2012, ASUU’s Chairman of 
Rivers State University of Science and Technology released a press statement in response to 
the statement issued by the Secretary to the State Government on the re-appointment of the 
Vice-Chancellor of the university, an issue that led to an indefinite strike by the Academic 
Union. The bone of contention, according to him, hinged on the illegality of the appointment 
of the said Vice-Chancellor and his subsequent re-appointment which ASUU considered to 
be an imposition by the State Governor and the University’s Council Chairman. The 
indefinite strike, however, led to the closure of the State University (Isa, 2012). 
 
Attempts by ASUU in deploying an extreme grievance settling mechanism such as strikes in 
addressing what it perceives as government’s insensitivity to the problems in the university 
system appear to deepen the crises. The culture of strikes has festered in universities among 
different trade unions and even the student body. 
Apart from other sources of industrial conflicts identified above, the prevalent one is the 
conflict between ASUU and the government which invariably leads to strike action. The 
usual effect of these strike actions is the closure of the universities which has an adverse 
effect on their overall performance. Strike actions also affect the economic growth and 
development of a nation  
The crux of the conflict has over the years, been attributed to different factors. However, in 
2009, the Federal Government eventually signed a memorandum of understanding (MoU) 
with the Union. Prior to the signing of the MoU, the Union had engaged in successive 
industrial actions against various governments in the country. In 1988, during the military 
regime, the Union embarked on a national strike to get fair wages and university autonomy. 
As a result of this, the Union was banned and all its property seized. It was allowed to resume 
in 1990, but after another strike it was again proscribed on the 23rd of August, 1992. 
However, there was an agreement reached on 3rd September, 1992 that actually met most of 
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the Union's demands including the right of the workers to collective bargaining. The Union 
organized further strikes in 1994 and 1996 objecting the dismissal of staff by the then 
Military Government. After the return to democracy in 1999, the Union continued to press for 
its members’ welfare by demanding the rights of its members.  
In 2007, the Union went on strike for three months. In May 2008, the Union held two one-
week 'warning strikes' to make a range of demands, which include better salary scheme and 
recall of the 49 lecturers who were dismissed years earlier. In June 2009, ASUU ordered its 
members in both Federal and State universities in the country to embark on an indefinite 
strike over the refusal of the Federal Government to implement the agreement it had reached 
with the Union two and a half years earlier. About three months into the strike, ASUU and 
other staff unions signed an MoU with the government and called off the industrial action. 
The contents of the MoU included funding, university autonomy, academic freedom, earned 
academic allowances and registration of Universities Pension Management Company, change 
of professors retirement age from 65 to 70, more funding of the university system from 2009 
to 2011, increase in budgetary allocations to education by 26 per cent, transfer of Federal 
Government property to universities, setting up of research and development units by 
companies, payment of earned allowances, and review of previous signed agreement with the 
Federal Government. The signed agreement, according to Onyeonoru (2011), was to be 
revisited every three years in order to reflect socio-economic changes in the country but 
unfortunately the agreement which was freely reached and signed by both the government 
and ASUU has however become the source of regular conflict between the parties. There is 
hardly any year there is no industrial conflict between the government and ASUU because of 
the non-implementation of the agreement, usually on the part of government.  
According to Ujumadu (2011), the Coordinator of the Nsukka branch of ASUU, Dr. Moses 
Chendo, asserted that the impression of members of the Nigerian society is that ASUU was 
only interested in the salary increase for its members. However, apart from salary increase, 
the other part of the MoU yet to be implemented, according to him, was more important for 
the improvement in the standard of education in the country. He further stated that the 
essence of the 2009 agreement was to enable the Nigerian universities to compete favourably 
with other standard world universities. This view was equally supported by the present 
Chairman of the Academic Staff Union of Universities (ASUU), Michael Okpara University 
of Agriculture, Umudike Chapter, Uzochukwu Onyebinama, when he said that industrial 
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actions by university teachers were meant to draw attention to the decadence in the system 
(Premium Times, 2013). 
Some other conflicts between university staff, management and government from 1995 to 
2001 are shown in Table 2.5.  
Table 2.5 Conflicts in the Universities between 1995 and 2001 
Date Staff of 
University 
Parties  involved Cause(s)/Effects 
June, 1995 UNILORIN ASUU Vs University 
Administration 
Non-payment of excess workload allowance. 
Dec. 1995 O.A.U  ASUU Vs University 
Administration  
Mass failure in the Faculty of Pharmacy. 
April, 
1996 
All 
Universities 
National ASUU Vs 
Federal Govt. 
Stalled negotiation on welfare package leading to the 
proscription of ASUU. 
August, 
1999 
All 
Universities 
National ASUU Vs 
Federal Govt. 
Demand for improved conditions of service (strike 
action). 
March, 
2000 
All 
Universities 
NASU Vs Federal 
Govt. 
Non-payment of certain allowances enjoyed by 
academic staff. 
April, 
2000 
Ambrose Alli 
University 
Lecturers Vs Edo 
State Govt. 
Demand for increased subvention. 
April,2000 LASU Lecturers Vs Lagos 
State Govt. 
Opposition to the reappointment of the VC for the 
second term resulting to the sack of 22 lecturers 
including 6 professors. 
Oct., 2000 All 
Universities 
NASU Vs Federal 
Govt. 
Non-payment of examination administration 
allowance (strike action). 
Jan., 2001 UNILORIN ASUU Vs University 
Admin 
Demand for reinstatement of retrenched lecturers. 
Feb., 2001 All 
Universities 
ASUU Vs Federal  
Govt. 
Need for increased funding of universities. 
Feb., 2001 All 
Universities 
SSANU Vs Federal 
Govt. 
Non-payment of examination allowance (strike 
action). 
March, 
2001 
UNILORIN ASUU Vs University 
Administration 
Demand for reinstatement of retrenched lecturers, 
leading to closure. 
May, 2001 UI Lecturers Vs ASUU 
Executives 
Non-joining of strike by some professors leading to 
physical assaults. 
Source: Alabi (2002). http://unilorin.edu.ng/journals/education/ije/dec2002. 
UNILORIN- University of Ilorin 
UI- University of Ibadan 
LASU-Lagos State University 
O.A.U- Obafemi  Awolowo University 
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Table 2. 6: Frequency of Occurrence of Conflicts between Groups in Nigerian 
Universities 
S/N Items Number of 
Respondents 
Frequency % of 
Frequency 
Rarely % of 
Rarely 
1 Conflict between 
academic staff and the 
university authorities 
3,112 3,009 96.7 103 3.3 
2 Conflict between 
academic staff and the 
Govt. 
3,112 2,941 94.5 171 5.5 
3 Conflict between the non-
teaching staff and the 
university authorities 
3,112 2,963 95.2 149 4.8 
4 Conflict between the non-
teaching staff and the 
Govt. 
3,112 2,655 85.3 457 14.7 
5 Conflict between the 
students and the 
university authorities 
3,112 2,611 83.9 501 16.1 
6 Conflict between the 
students and the Govt. 
3,112 2,651 85.2 461 14.8 
7 Inter-personal conflict 
among staff 
3,112 2,614 84.0 498 16.0 
8 Inter-personal conflict 
among students 
3,112 2,636 84.7 476 15.3 
9 Conflict between staff and 
students 
3,112 2,602 83.6 510 16.4 
10 Conflict between students 
and the host community 
3,112 2,567 82.5 545 17.5 
11 Conflict between the 
workers’ unions 
3,112 2,555 82.1 557 17.9 
 Mean 3,112 2,716 87.1 396 12.9 
Source: Adeyemi and Ademilua, (2012) Conflict Management Strategies and Administrative Effectiveness in 
Nigerian Universities. Journal of Emerging Trends in Educational Research and Policy Studies (JETERAPS) 
3(3):368-375 (ISSN: 2141-6990) 
 
The incessant strikes by staff unions in universities, closures by the university 
administrations/ Federal or State Governments and boycotts of lectures by students attest to 
the fact that there are many conflicts in Nigerian universities. The high rate of conflict 
between staff and the authorities in Nigerian universities is very high (Adeyemi and 
Ademilua, 2012) as shown in Table 2.6. 
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A further chronological breakdown of ASUU strike from 1980 to date showing the number of 
times ASUU went on strike is shown in Table 2.7. 
 
 
Table 2.7 ASUU Strikes (Between 1980 and 2013) 
Year  
1980 ASUU embarked on an industrial action because of the threat of termination of 
the appointment of six lecturers from the University of Lagos.   
1981 ASUU embarked on further strikes to demand funding for the universities, the 
reversal of the problem of brain drain, poor salaries, and conditions of service, 
including the improvement of the entire university system. 
1983 There was negotiation on the Elongated University Salary Structure (EUSS) 
and this became an issue of dispute in 1988 because of the lack of 
implementation of this prior agreement.  
1984 ASUU went on strike to oppose the deregulation of the economy and to resist 
military dictatorship. 
1985 The Union embarked on strike to resist the military regime and its 
authoritarian decree 16 of 1985.  
1986 ASUU went on strike to protest the introduction of the Structural Adjustment 
Programme (SAP) by the Ibrahim Babangida’s administration. 
1987 ASUU went on strike to demand the implementation of the Elongated 
University Salary Scale and to establish a joint negotiation committee between 
ASUU and the Federal Government.  
1988 Strike against the effects of imposed Structural Adjustment Programme.  
1992 Went on strike due to the failure of negotiations between the Union and the 
Federal Government over the working conditions in Nigerian universities. 
1993 ASUU was banned again because it refused the order of the Industrial 
Arbitration Panel (IAP) to suspend industrial action and return to the 
negotiation table. 
1994 ASUU embarked again on a strike to demand renegotiation of agreements 
reached in 1992, the reinstatement of over eighty lecturers whose 
appointments were terminated.  
1996 ASUU embarked on a strike due to the dismissal of the ASUU President, Dr. 
Assisi Asobie. 
2001 ASUU declared an industrial action on issues related to funding of universities, 
and also sought the reinstatement of 49 sacked lecturers at the University of 
Ilorin for taking part in a previous industrial action in 2001. 
2002 ASUU embarked on a strike to protest the failure of the government of 
Obasanjo to implement the 2001 agreement. 
2003 ASUU embarked on a further industrial action due to the non-implementation 
of previous agreements, poor university funding and disparity in salary, 
retirement age.  
2007 It was the same agitation for salary increment and other reforms in the 
education sector the ASUU cried out for in 2005 that led to the strike. In 2007, 
ASUU went on another strike for three months. 
2008 It held two one-week “warning strikes” to press on a range of demands, 
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including an improved salary scheme and re-instatement of 49 lecturers who 
were dismissed many years ago.   
2009 ASUU embarked on an indefinite strike over a disagreement with the Federal 
Government on an earlier agreement reached. After three months of strike, in 
October 2009, an MoU was signed and the strike was called off.  
2013 July 1st, 2013 another industrial action started  
Source: Statisense (2013) http://www.slideshare.net/statisense/asuu-strike. Retrieved on the 15th of June, 2013 
 
While ASUU feels justified in carrying out industrial actions, members of the public and the 
government opine that ASUU is not sensitive to the plight of the students who are negatively 
affected by such actions (Obateru, 2013). Be that as it may, it is worthy of note that when 
universities are closed down for a long time due to protracted trade union disputes,  academic 
activities are disputed. Some universities have lost one or two academic sessions as a result of 
strike actions embarked upon by trade unions during disputes. The negative effects of these 
incessant strikes by ASUU have been explained by Adesulu (2013): 
(i) Drastic effect on the quality of graduates produced from Nigerian universities since 
courses curricula cannot be completed due to time lost as a result of the strikes. 
(ii) Bad image accorded graduates of Nigerian universities by the international 
community as they are considered half-baked. 
(iii) Loss of revenue to the government as a result of potential students preferring to 
school abroad or  in neighbouring African countries’ universities,  not because of 
superior academic programme but because of instability of academic calendar owing 
to strikes.  
(iv) Financial loss to the universities. When the university shuts down due to strikes, staff 
are paid their salaries, even if it is several months after. 
(v) Psychological trauma on the students who have to stay at home doing nothing and 
prolonging the years they would have spent in school. This sometimes leads to the 
students engaging in social vices like kidnapping and robbery which in turn affect the 
society at large. 
 
Private universities in Nigeria also experience conflicts as some of the proprietors are mostly 
businessmen, clerics, technocrats or politicians who have limited knowledge on what it takes 
to run a university. This usually creates a base for conflict between the 
Visitor/Chancellor/President/Chairman of the Board of Trustees, on the one hand, and the 
Governing Council of the university, on the other. Usually, at the centre of this conflict is the 
Vice-Chancellor who is responsible for implementing decisions in the daily running of the 
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university (Omuta, 2010). In other words, most private universities can be said to be 
characterized by undue interference by the proprietors in their daily operations. Such undue 
interference invariably affects the way the university is run and inadvertently leads to 
disagreement in policy implementation and the conditions of service for the staff. 
In private universities, there are no staff unions. Although recently, the Edo State Governor 
clamoured for its introduction, this was firmly rebuffed by stakeholders who felt that 
allowing such would equally lead to what is already on ground in public universities such as 
prolonged strikes and incessant demands by the various unions from the government 
(Fatunde, 2010). Looking at the ways conflict can be managed in the absence of trade 
unionism of workers forms one of the main tasks of this research. 
 
Most of the above mentioned industrial actions could have been avoided if there was an 
appropriate conflict management mechanism put in place as research has shown that conflict 
management is a major determinant of whether the conflict becomes functional or 
dysfunctional (Alok and Shaheen, 2014). The aim of this research therefore, is to investigate 
the strategies that can be used to manage conflicts between the Academic Staff Union of 
Universities (ASUU) and the Federal Government in selected public and private universities 
in Nigeria and the management of academic staff conflict with university’s management in 
private universities in Nigeria and also the effect of the conflict on the productivity of the 
academic staff of these universities. The choice of using academic staff as the population of 
study for this research is based on the fact that their role in enabling a university to achieve its 
goals is very crucial as stated by Ng’ethe et al. (2012):  
without well qualified and committed academic staff, no academic institution can 
really ensure sustainability and quality over the long run. Higher education 
institutions are therefore more dependent on the intellectual and creative abilities and 
commitment of the academic staff than most other organisations.  
 
The above view was also supported by Saba (2011) when he stated that the success of higher 
institutions depends largely on the professional expertise of academic staff along with their 
involvement and contribution to the university system. It is possible therefore, that as this 
research is embarked on, practical and inexpensive procedures for the management of these 
conflicts shall be found. The focus of this research, however, shall be on conflict 
management between academic staff of Federal universities as represented by their trade 
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union and the government and academic staff in private universities and the university 
management and how the conflict affects the productivity of staff. To avoid this and 
effectively manage whatever conflicts that may arise before they escalate, University 
Management must recognise that conflicts pass through stages. Identifying these stages will 
enable them to evaluate and know how to deal effectively with the conflicts in order to ensure 
harmony and help higher productivity within the Nigerian university system. Effective 
conflict management is said to be useful in reducing the incidence of disruptive conflicts 
within the organisation and also the strategies according to Obasan (2011) equally have 
positive impacts on the employees’ productivity. 
 
2.15 Conflict and Staff Productivity 
 
Staff productivity is a major requirement of an organisation because of its effects on the 
organisational wellbeing. It is considered the major factor in shaping the success or failure of 
any organisation; that is why organisations continually strive to enhance the productivity of 
their staff. The role played by staff due to labour conflicts principally expresses the 
dissatisfaction of the staff and their struggle to achieve certain requirements. According to 
Žikić, Marinović and Trandafilović (2012), when staff productivity in an organisation begins 
to decline, certain questions are definitely raised as to why it happens. Also, not being able to 
properly manage or resolve conflicts according to Žikić et al. (2012), could cause disharmony 
in the organisation and thereby reduce staff and organisations’ performance. This could even 
lead to unintended consequences such as hostility, violence, destruction of relationships 
among people, and even the disintegration of the organisation.  But when properly controlled, 
it can stimulate creativity and bring about better relationship among the staff (Leffel et al., 
2012). 
 
According to Nawab and Shafi (2011), properly managed and controlled staff are said to be 
more productive. Staff productivity is defined as the rate at which goods or services are 
produced especially output per unit of labour. It is also seen as a quantitative relationship 
between output and input (Iyaniwura and Osoba, 1983). Productivity is said to be the source 
of power behind an organisation’s growth and profitability (Oduwaiye, 2000). Schermerhorn 
(2010) posited that productivity is a common way of describing how well an organisation 
performs. Operations management in both manufacturing and services is very concerned 
about productivity represented by P = E x A x S (where P=productivity, E=effort put in by 
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staff, A=Ability of staff to perform the task, and S=support received by staff from 
government and management) (Ade-Turton, 2002). Productivity is the measurement between 
the amount of time and effort staff spend working and the resultant output. If the resultant 
output corresponds to the inputs, the staff is said to be productive. Thus, it has a significant 
impact on an organisation’s revenue. When the staff are productive, they achieve more within 
a specified time frame and this in turn leads to greater productivity for the organisation while 
staff unproductive behaviour can lead to the reverse as they take longer time to meet set 
targets which invariably bring more losses to the organisation in terms of resources (Sheahan, 
2011).   
 
Academic staff productivity in Nigerian universities can be considered as the amount of 
research conducted by the staff in the universities, community services rendered by the staff, 
and all other performance appraisals the university might use to judge staff performance. In 
support of this, Bassey, Akuegwu, Udida and Udey, (2007) posited that research is one of the 
focal points on which the university education rests while others include teaching and 
community service as earlier explained. In addition, Oyekan (2014) identified resource 
situations such as physical, human and material as determinants of academic staff 
productivity as they help to promote better academic performance. 
 
Creswell (1986) had defined research productivity as “the extent to which lecturers engage in 
their own research and publish scientific articles in refereed journals, conference proceedings, 
writing a book or a chapter, gathering and analysing original evidence, working with post 
graduate students on dissertation and class projects, obtaining research grants, carrying out 
editorial duties, obtaining patents and licenses, writing monographs, developing experimental 
designs, producing works of an artistic or a creative nature, engaging in public debates and 
commentaries”. 
 
 It is worthy of note, according to Bassey et al. (2007), that research productivity of academic 
staff is mainly disseminated through publication and this earns the staff local and global 
recognition. Research publication according to Usang et al. (2007), is considered a major 
determinant of academic staff productivity as it helps to provide current information needed 
for the growth and development of a society. According to Lertputtarak (2008), national 
governments support and look up to universities to contribute to the solutions of 
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technological and social problems through research and they expect universities to be more 
selective in their researches by identifying these areas of needs. 
 
The measure of academic success within the university system is considered to be research 
productivity, hence the cliché “publish or perish” (Okiki, 2013) before teaching and 
community service (Lertputtarak, 2008). The justifications for research, according to 
Lertputtarak (2008), is to amongst others, “improve the general knowledge of the society; it is 
a necessary ingredient in effective teaching; improves the practice of a particular discipline in 
the real world of affairs; and it is necessary to perpetuate one’s own discipline or one’s own 
self-image”. Usang et al. (2007) further opined that staff promotions are based entirely on 
research publication (Bland, Center, Finstad, Risbey and Staples, 2005) as it increases the 
status of academic staff to the highest rank of professors and enhances their knowledge 
capacity, teaching efficiencies and ability to communicate effectively with the students 
thereby becoming a major pivot upon which the university rests. It thus provides a good 
platform for academic staff to become more successful in their academic career, as it helps in 
developing knowledge and skill needed for effective knowledge transfer. This position is 
shared by Rashid (2001), who asserted that research is a deliberate effort made to collect, 
analyse and verify information and the essence is the creation of knowledge and its 
distribution. Thus, most universities’ policy for promotion is based on the research 
productivity of their academic staff as this is the criterion they use to offer promotion and pay 
rise. Academic staff who are involved in research and who publish regularly are usually 
promoted and get higher academic status within the institution. 
 
The most important indicator of research is publications (Zainab, 1999) and within the 
university system, a research only becomes acceptable when it is published. Hence, academic 
distinction and publications go hand in hand. The number of publications that an academic 
staff has is used as a yardstick for measuring productivity over time though certain problems 
have been identified with its use such as giving the same point to solo author as would be 
given to co- authors. No distinction is made between a poorly written paper and an excellent 
one, amongst others (Zainab, 1999). Other problems associated with research publication, 
according to Oshagbemi (1997), include “very inadequate time available for research; 
increase pressure to publish; erosion of time for research and personal development in 
specialist areas;  increasing difficulty with and time spent in obtaining research grants; 
difficulty in attracting able Ph.D students; and lack of research facilities”. These problems are 
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said to negatively affect different departments in the universities in the identification of 
priorities and allocation of research. 
 
Academic staff productivity seen in relation to the objective of the university is considered as 
the measure of the output expected of an academic staff (Madu and Dike, 2012). Madu and 
Dike (2012) citing Academic Analytics (2008), said that the index required for academic staff 
productivity includes: 
How many books written? 
How many journal articles written? 
How many grants won?  
How many times have publications been cited? 
How many awards won? 
All the above parameters amount to research and publications which invariably lead to 
promotion and these are the variables used to measure academic staff productivity in this 
research work. 
 
Apart from using research publications as a criterion for staff promotion, research 
publications in current and relevant areas are also considered vital for enhancing the 
reputation and economic status of a university as they yield funds that can be used for the 
wellbeing of the university. They are also a useful tool for institutional ranking. Olsen (1994) 
in Lertputtarak (2008) posited that an increase in research publication positively affects the 
reputation of an institution and leads to an increase in productivity and larger student 
enrolment. Thus, it is considered vital in determining the quality of any university as it does 
not only constitute a fundamental requisite for promotion of an academic staff but it also 
requires a high level of participation and good quality work (Akuegwu, 2005). 
 
2.16 Staff Productivity and Organisational Effectiveness 
 
Members of staff contribute to an organisation’s effectiveness through their skills and 
experience. It has been said that establishing a vibrant organisation takes more than 
management expertise as it requires genuine leadership skills in the area of decision making 
for its effective management in order to enhance high productivity (Ramanujam, 2010). 
Organisational effectiveness is seen as the ability of an organisation to achieve expected 
outcomes. According to Rojas (2000), it is an area that is widely researched owing to its 
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importance.. In spite of its importance, there seems to be some disagreement among scholars 
on its definition and operationalisation (Cameron, 1981). 
 
Amitia (1964) defined organisational effectiveness as the concept of how effective an 
organisation is in achieving the outcomes the organisation intends to produce. Richard et al. 
(2009)  asserted that organisational effectiveness includes organisational performance in 
addition to internal performance outcomes that usually relate to efficient or effective 
operations and other external measures that are associated with economic valuation (either by 
shareholders, managers, or customers) such as corporate social responsibility. Many broad 
perspectives are used to view organisational effectiveness. Scott (1998) viewed it from three 
broad perspectives which are: the rational, natural and open systems.  
Cameron (1981) had earlier identified four approaches to defining organisational 
effectiveness. First is the goal model (including both operative and official goals) which 
defines effectiveness as the extent to which an organisation accomplishes its goals. The 
second approach is the system resource model which focuses on the ability of an organisation 
to obtain needed resources. The third approach is the process model where effectiveness is 
equated with internal organisational health, efficiency and well-oiled internal processes and 
procedure. The last approach is the ecological model where effectiveness is defined in terms 
of the degree to which the needs and expectation of strategic constituencies are met by the 
organisations. It should be noted that the terms ‘performance’ and ‘effectiveness’ are used 
interchangeably because according to March and Sutton (1997), problems related to their 
definition, measurement and explanation are practically the same. 
 
Universities are considered learning organisations (Watkins and Marsick, 1993). Peddler, 
Burgoyne and Boydell (1991) opined that learning organisations are viewed as organisations 
that facilitate the learning of their members and in the process transform themselves. A 
learning organisation is said to be a concept that is becoming pronounced in present day 
society.  And Nakpodia (2009) described it as having “a strong humanistic orientation, being 
a place where people continually expand their capacity to produce results they truly desire, 
where new and expansive patterns of thinking are nurtured and people are continually 
learning how to learn together”. In order to enforce learning organisation techniques, 
universities make use of some disciplines which are important to a learning organisation, 
such as team learning, shared vision and systematic thinking. He went further to itemise the 
following as its main characteristics: 
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(i) A Learning culture: This refers to an organisational climate that nurtures learning. 
There is a strong correlation with those characteristics associated with innovation. A 
learning culture implies future and external orientation. These organisations develop 
understanding of their environment and senior teams take time out to think about the 
future for widespread use of external sources and advisors. 
(ii) Free exchange and flow of information: Systems which are in place to ensure that 
expertise is available where it is needed through individual network and crossing 
organisational boundaries to develop their knowledge and expertise. 
(iii) Commitment to learning and personal development: This implies support from top 
management and people at all levels are encouraged to learn.  
(iv) Valuing people: This implies that ideas, creative and “imaginative capabilities” are 
stimulated by making use of and developing diversities which are recognized as 
strength.  
(v) Climate of openness and trust: Individuals are encouraged to develop ideas, to speak 
out and to challenge actions. 
(vi) Learning from experience: This implies that learning from mistakes is often more 
powerful than learning from success. Failure is tolerated, provided lessons are learnt. 
 
Many parameters have been used over the years to measure university effectiveness which is 
deemed institutional effectiveness. Institutional effectiveness is defined as the organised, 
unambiguous and documented way of measuring performance against mission in all aspects 
of an institution (Southern Association of Colleges and Schools Commission on Colleges, 
2012). The United States Department of Education has, for instance, mandated its regional 
accrediting agencies which can be likened to the National Universities Commission (NUC) to 
measure the effectiveness of its institutions in terms of the following: 
(i) Existence of an institutional purpose appropriate for higher education; 
(ii) Determining that the institution has educational objectives consistent with its mission 
or purpose; 
(iii) Documentation of the achievement of students in relation to the intended educational 
outcomes identified; and 
(iv) Determination of the extent to which institutions regularly evaluate students’ 
academic achievement and use its results for improvement of educational 
programmes; 
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According to Federal Republic of Nigeria (2004), National Policy on Education, the goals of 
tertiary institution in Nigeria including universities are to: 
(i) Contribute to national development through high level relevant manpower training; 
(ii)  Develop and inculcate proper values for the survival of the individual and society; 
(iii)Develop the intellectual capability of individuals to understand and appreciate their 
local and external environments; 
(iv) Acquire both physical and intellectual skills which will enable individuals to be self-
reliant and become useful members of the society; 
(v) Promote and encourage scholarship and community service; 
(vi) Forge and cement national unity; and 
(vii) Promote national and international understanding and interaction. 
 
These goals which are not far-fetched from those enumerated by Nakpodia (2009) have 
been the aim and objectives of university education: 
(i) The acquisition, development and inculcation of the proper value orientation for 
the survival of the individual and the society; 
(ii) The development of the intellectuals capacities of individual to understand and 
appreciate their environment; 
(iii)The acquisition of both physical and intellectual skills which will enable 
individuals to develop into useful members of the community; and 
(iv) The acquisition for an objective view of the local and external environs. 
 
However, in spite of the impressive goals and objectives which universities are expected to 
perform as stated above, the numerous conflicts experienced in the system have virtually 
made it a herculean task for these objectives to be realised. And, staff productivity can be 
affected if there is mismanaged conflict because it can lead to mistrust (Barker, 1993); stress 
(Treven, 2005), labour turnover; and in some cases, violence on the part of the affected staff 
(Lewin, 1987). 
 
2.17 Empirical Review 
 
Various studies have been carried out on the issue of conflict management as it relates to 
different aspects of human endeavours. Mishra, Dhar and Dhar, (1999) carried out an 
exploratory study of Indian executives to identify their conflict management strategies. The 
study was based on interpersonal conflict using essentially Thomas’ (1976) model of conflict 
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management strategies based on the two dimensions of assertiveness and co-operativeness. 
Their findings showed that an individual’s approach towards conflict management differs 
based on attitudinal change. But Riaz et al. (2012) in the analysis carried out in their work; to 
determine the relationship individualism – collectivism with conflict management styles at 
individual level, found out that a specific cultural dimension differs from person to person 
even within the same culture so also the conflict management styles adopted to manage the 
conflict. The concept of individualism- collectivism, according to them, explained how 
individuals relate themselves to others in connection with shared interests. Individualists 
consider their own needs, goals and rights more important than the needs, goals and rights of 
the groups they belong to. Their social behaviours are driven by their own beliefs, attitudes 
and values. Whereas, collectivists, on the other hand, value the group’s needs, goals, 
obligations and responsibilities over their own and their social behaviour are driven by social 
norms, obligations and responsibilities. They are said to lay emphasis more on relationship. 
 
Riaz et al. (2012) further stated that individualism and collectivism are present in each 
culture regardless of the presumed collective nature of the culture and that persons differ in 
their conflict management styles based on their perceived orientation rather than on any 
aggregate supposed inclination of conflict management styles. 
 
Friedman et al. (2000) in their findings on the impact of personal conflict style on work 
conflict and stress using data from a clinical department of a hospital also discovered that 
people or individuals who use the integrating style of conflict in the workplace experience 
lower levels of conflict and stress. Integrating style was, therefore, discovered to enhance 
team efficiency, increase their effectiveness, bring about greater satisfaction and better goal 
achievement while those who use the dominating or avoiding style experience a higher level 
of task conflict, stress and that it negatively affect the organisation (Tyosvold, 2008).  
 
Parvez and Rahman’s (2007) result on conflict management strategies of top management 
staff of private universities in Bangladesh revealed that 64.86 percent of the total respondents 
adopted a collaborative approach in managing conflict within the university. They also used 
the contingency approach of leadership to help them gain the trust of other staff and handle 
conflict situations. While 13.51 percent of the top management adopted the accommodating 
style, 8.11 percent was found to prefer using the avoiding style when they considered the 
issue trivial. And only 2.70 percent of the respondents surveyed adopted the compromising 
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style. According to them, by using these strategies, the top management of these private 
universities were able to maintain an agreeable atmosphere where diverse interest groups’ 
needs are satisfied. 
 
Tong and Chen (2008) carried out an investigative study on the relationship between 
intercultural sensitivity and conflict management styles. The result of the research showed 
that an individual’s sensitivity to cultural differences influences his preference for a particular 
style of managing conflict. It also revealed that sensitive people prefer to use the integrating 
and compromising styles, and are less likely to use the avoiding and dominating styles. Burke 
(1970) suggested that integrating style was more efficient in managing conflict as opposed to 
the dominating and avoiding styles which he considered ineffective in managing conflict. 
 
Copley (2008), carried out an empirical research using the Rahim (2002) organisational 
conflict inventory I-II as part of the instrument which tested the predominant conflict 
management style. The internal consistency was assessed using Cronbach’s standardised 
reliability coefficient alpha as at .95. From the result analysis, it was discovered that 80.6% of 
the respondents used an integrating conflict management style, 12.9% used the compromising 
style and 6.5% used the dominating style. However, none of the manager respondent was 
reported to have used the obliging and avoiding styles. The findings above are similar to an 
empirical research on Emotional Intelligence and Conflict Management Styles earlier carried 
out by Abas (2010), who using ROC I-II instrument to measure the conflict management 
style of staff in the human resource department of XYZ University Malaysia discovered that 
the respondents preferred using the integrating and compromising styles when handling 
conflicts with their supervisor while the dominating style was the least used. 
 
Chan, Huang and Peng (2008) carried out a study that examined the effects of trust on the 
relationship between manager’s conflict management style and employees’ attitudinal 
outcome in Chinese culture. The findings showed that the use of integrating conflict 
management by the managers led to a positive subordinate outcome. This supported the 
findings of Rahim and Buntzman (1989) that supervisors who use integrating management 
style achieve more behavioural compliance which in turn reduces their conflict level. 
 
Barlett (2009) in her research to investigate conflict management styles and workplace 
incivility of college administrators in nine American states discovered that the college 
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administrators used the integrating management style most while the avoiding style was the 
least used. She made reference to Pritchard (1985), who carried out a similar study on college 
administrators and the findings showed that the compromising style of conflict management 
was more dominant followed by collaborating, avoiding, accommodating and competing. But 
in Adams (2006), a study previously carried out in North Carolina prior to Barlett (2009), it 
was observed that the college administrators preferred using collaborating, compromise and 
the least preferred style was competing styles. These two studies show that college 
administrators in the western world preferred using conflict management styles that have a 
high concern for self and for others (Barlett, 2009). And the reason for this might not be 
farfetched considering the fact that the desire for effective team work seems to be gaining 
global recognition. 
 
Obasan (2011) in his study on “The impact of conflict management on corporate 
productivity: An evolution study” discovered that there is a divergence of opinions on the 
source and effect of conflict on organisational productivity. However, in his empirical 
evaluation, he submitted that the main source of conflict actually relates to perception and 
value problems. And that conflict management strategies have a significant effect on 
workers’ productivity. 
 
Din et al. (2011) also carried out a comparative empirical research on the impact of conflict 
management strategies on teachers in public and private universities in Pakistan. Using the 
survey method with the help of questionnaires, his findings showed that conflict was more 
intense in public than in private universities and also that there was no significant difference 
in the conflict management strategies  employed by the academic staff in public and private 
universities as they equally used integrating, compromising and avoiding styles 
simultaneously.  
 
Chukwuemeka et al. (2012) in the empirical research carried out to assess labour conflict and 
its management in the local government system in Nigeria identified funding, leadership 
ineffectiveness and low employee participation in decision making as major factors 
contributing to conflict within the sector and, therefore, recommended conflict resolution 
strategies such as collective bargaining, negotiation, and mediation as means of resolving the 
conflicts. 
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2.18 Theoretical Framework 
 
There appears to be some confusion over the nature of theories relating to conflict 
management. The focus is usually either on the styles of conflict management or on the 
theories of conflict itself. From a synthesis of these two angles, one can draw out what 
appears to be the uniting point of conflict management theories. These theories are derived 
from classical studies attributed to the extant works of Plato and Aristotle. According to 
Schellenberg (1996), Plato had imagined that conflict in any society is natural and inevitable. 
Therefore, to manage conflict, members of the society must have knowledge of their part and 
must play their part well for the harmonious existence of the society. That means that at the 
heart of conflict is the right quality of education. This, to us, is epistemological theory. The 
essence of this high level of knowledge or wisdom is to ensure that leaders become 
disinterested in material possessions. This has been described by Aristotle, as reported by  
Schellenberg (1996), as extreme unification or communism. The central point of the 
Aristotelian style of conflict management is to eliminate conflict altogether from the society 
to maximise its potentials, but conceptually such a thought is in the realm of wishful thinking. 
 
Another philosophical perspective of the theory of conflict comes from Thomas Hobbes 
(1588-1679) and John Locke (1632-1704) as reported by Rahim (2001). They advocated the 
need to create a monarch for every organisation or society where law would be invaluable. 
That monarch in modern times has become the governance institution with the full power to 
make and enforce laws. This means that all operators will know their rights, limitations and 
obligations. 
 
The Marxist view of conflict draws essentially from the concept of class struggle based on 
economic inequalities and disparities. But the modern state and organisation appear to have 
gone beyond this perspective. The sociological perspective tend to align with the view of 
Georg Simmel as reported by Rahim (2001) that life allows for a certain amount of conflict 
for there to be rational conduct. 
 
Elton Mayo (1933) and Talcott Parsons (1949) as reported in Rahim (2001) factored in the 
human relations dimension to conflict management. From their perspective, conflict is an evil 
that must be minimised or if possible eliminated from the organisation. According to them, 
interest in the study of conflict grew significantly after Lewis Coser (1956) and Mill (1959) 
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published their works in the social phenomenon of conflict. That way, sociologists and other 
social scientists began to see the positive dimension of conflicts in an organisation. The 
works of Assael (1969), Deutsch (1969), de Dreu and van de Vliert (1997), Kelly and Kelly 
(1998), Pelled, Eisenhardt and Xin (1999) and Rahim (2001) argued that conflicts serve both 
positive and negative purposes. That means, there is the need to find ways to manage them to 
maximise the operations in the university system. In addition to conflict management 
theories, this study had to employ a unique organisational theory that explains the 
behavioural pattern of actors in a conflict as a framework in order to explore the relationship 
between conflict management strategies and productivity. This theory is the contingency 
theory. Extant literature that provided the meaning and applications of this theory is, 
therefore, examined. 
 
2.19 Choice of Theories: An Eclectic Approach 
 
2.19.1 Contingency Theory 
 
One of the theories that lend credence to this study is the contingency theory. This theory, 
according to Rahim (2001) is the hallmark of contemporary management and it has been 
widely accepted in management disciplines. It is a leadership theory that suggests that 
effective leadership depends on matching leadership styles with the situation at hand. It 
recognises the importance of considering the needs of the employees in an organisation, the 
task to be done and the situation or environment. Failure to do these often times result in 
ineffective leadership. Therefore, when decision quality and acceptance are low, the leader is 
expected to use the autocratic style of leadership. But if the decision quality and acceptance 
are high, then it becomes advisable for the leader to use the participatory style of leadership. 
 
Rahim (2001) applied this theory to conflict management by suggesting that in a conflict 
situation where there is low decision quality and acceptance, the dominating style could be 
more appropriate whereas when there is high decision quality and acceptance, then the 
integrating style may be justified. 
 
This theory proposed that there is no best way to make a decision or lead an organisation as 
the choice of action or outcome is dependent upon the external or internal situation and 
successful decision making is said to be dependent upon these internal and external factors 
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influencing the system (Pugh, Hickson, Hinnings and Turner 1971; Khandwalla, 1973). 
Rothman (2014) credited Fisher and Keashly (1991) as being pioneers of this theory in 
conflict resolution. They, in applying this theory to conflict, saw it as an approach for 
applying best theoretical and analytical tools to identifying the nature and status of a given 
conflict and systematically choosing the best methods for productively engaging the conflict 
as it occurs. According to Yorid and Patkiza (2013), researchers have discovered that the 
most constructive way to manage conflict in an organisation is by applying this theory, that 
is, such management is based on the prevailing circumstances of the conflict itself. They 
further stated that many conflicts take place without warning and applying a proactive 
approach might not be possible, but rather a reactive approach becomes more appropriate to 
meet the situation. It was even suggested by some scholars that a contingency approach to 
handling conflict be adopted, meaning that the adoption of a particular theory depends on the 
conflict situation. Zhenzhong Ma (2007) had contended that those advocating for the 
contingency approach fail to realise that an individual’s knowledge varies, and that the choice 
of a particular theory could pose a problem. Rahim (2002) and (Keaveney, 2008), on the 
other hand, posited that the use of any particular theory of conflict management depends on 
the circumstances in consideration and a style is considered suitable for a conflict situation if 
its use leads to an effective way of finding solution to the problem.  
 
2.19.2 Rahim and Bonoma’s Conflict Management Theory 
 
This research is based on the impact of conflict management strategies on the productivity of 
academic staff of both private and public universities in Nigeria. From empirical studies, it 
was discovered that the choice of conflict management styles or strategies affects employees 
performance within the organisation. In view of this, this study shall make use of Rahim and 
Bonoma’s (1979) model or theory of handling interpersonal conflict which is based on two 
dimensions: concern for self and concern for others in examining the best approach to 
conflict management in Nigerian universities. The reason for choosing this particular style is 
because it is considered the most popularly used in research. This is based on Blake and 
Mouton’s (1964) grid of managerial styles which aptly handles the management of conflict in 
an organisation.  In support of this assertion, Lee (2008) pointed out that it was necessary for 
organisational participants to learn the five styles of handling a conflict in order to be able to 
deal with different conflict situations efficiently. He went ahead to describe the five conflict 
styles that emerged from the combinations of Rahim and Bonoma’s (1979) two dimensions 
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but preference was given to the Integrating Style which is considered as high concern for self 
and others. This, according to him, shows openness, information dissemination, and 
providing acceptable solution to differences between parties. Thus, the integrating style 
focuses on providing a solution to problem in a way mutually acceptable to both parties and 
add to their “relationship climate of trust and openness” (Greeff and de Bruyne, 2000). Lee 
(2008) further explained that people operating under this conflict management style address 
conflicts directly by focusing on their own needs as well as the needs of others while finding 
innovative ways of solving the problems.  
 
Other writers like Burke (1970) and Lawrence and Lorsch (1967) as pointed out by Lee 
(2008) equally found the integrating style to be a better and more efficient style than the 
others in integrating the activities of different subsystems. Also, this style is considered more 
useful when the issues to be resolved are multifarious. He also confirmed that the style has 
been effective in exploiting the skills and information owned by different parties to formulate 
solutions and successful implementations. Thus, he believed that the integrating style is more 
efficient and suitable for managing conflicts. Tutzauer and Roloff (1988) and Gross and 
Guerrero (2000) seemed to agree with this assertion that the integrating style is suitable for 
conflict management as it provides each party to the conflict, the opportunity to access the 
other’s view or incompatible goals and as a result enable them to find solutions that can 
integrate the desire of both parties. 
 
The Obliging Style which is low concern for self and high concern for others was seen as 
being associated with attempting to put aside one’s own needs to please the partner. This 
style was considered indirect and cooperative by Blake and Mouton (1964) and according to 
Lee (2008), can be used when a party is willing to give up something with the hope of getting 
something in exchange from the other party. Dominating Style which is considered as high 
concern for self and low concern for others was identified as a win-lose situation and it relies 
on the use of position power, aggression, verbal dominance and perseverance. The style was 
considered direct and uncooperative by Blake and Mouton (1964). Though considered 
effective in organisations where there are production-related goals, it is inappropriate at a 
relational level (Papa and Canary, 1995). 
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The Avoiding Style, however, which is low concern for self and others, is considered useful 
when the issues are trivial or when the potential dysfunctional effect of confronting the other 
party outweighs the benefits of the resolution of conflict (Lee, 2008).  
 
The Compromising Style which is concern for self and others is considered appropriate 
according to Lee (2008) when the aims and objectives of the conflicting parties are equally 
different or when both parties, who are mutually powerful, for example when labour and 
management reached a deadlock in their negotiation. He further asserted that the style can be 
used when dealing with strategic issues but should not be used too much as it may have a 
negative influence. 
 
Source: Researcher’s Conceptual Model. 
Figure 2.8: Researcher’s Conceptual Model 
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The extent to which conflict management strategies have been studied in the university 
system and their influence on productivity has been widely noted in the industralised nations. 
However, reviewed literature suggests that there are little or no known documented materials 
which evaluate conflict management strategies and their influence on academic staff 
productivity of both public and private universities.  Secondly, conflict management in 
private Nigerian universities is an area that seems largely unaddressed by researchers as 
evidenced by the dearth of works in the area. This is surprising, given the frequency and 
implication of conflicts in Nigerian universities. Thirdly, most literature reviewed has not 
looked at the distinction between conflict management and conflict resolution strategies as 
two different ways of resolving conflicts in universities. This study, therefore, intends to fill 
these gaps in literature by assessing the different strategies used in managing and resolving 
conflict in public and private universities in Nigeria and the effect of conflict on the 
productivity of the academic staff. Conflict is a natural phenomenon which is inevitable in 
any organisation or society and it is expedient that the different strategies for managing and 
resolving it be understood in order to avoid associated problems and enhance academic 
productivity. 
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CHAPTER THREE 
RESEARCH METHODS 
3.0 Introduction 
This chapter discusses the methods adopted in the conduct of the research.  It focuses on the 
methods, the population of study, sample size determination, design of research instruments 
and procedure of data collection as well as statistical tools used in the data analysis.  
3.1 Research Methods 
The study adopted a mixed or multi-method method approach which involved the use of both 
qualitative and quantitative methods in studying the same phenomenon and the purpose of 
this was to obtain confirmation of findings through convergence of different perspectives 
(Blaikie, 2009). The reason for adopting this approach for the study was because of the belief 
that it improves the validity and credibility of research findings (Denzin, 1978; Patton, 1990). 
It is also believed to facilitate the validation of data through verification from two or more 
sources as it entails the combination of essentially two research methods: qualitative and 
quantitative methods in studying the same phenomenon (Bogdan and Biklen, 2006).  
According to Burns and Grove (2005), quantitative research uses numerical data and 
statistical procedure to get information about the world, giving the chance to describe and 
examine possible relationship among variables.  It focuses on numerical data-gathering and 
the use of statistical techniques in analysing such data (Andrade, 2009). Strauss and Corbin 
(1998) also defined qualitative research as any type of research that produces findings not 
arrived at by means of statistical process. Qualitative research method can, therefore, be 
considered as a process of examining people’s words and actions in narrative or descriptive 
ways by representing the situation as experienced by the people involved (Maykut and 
Morehouse, 1994). 
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Most times, quantitative and qualitative researches are complementary and can be used 
together. Both methods were used in this research.  The choice of this combination was based 
on the rationale that using questionnaires only might not provide all the required insight into 
the questionnaire measurement, hence the need to add in-depth interviews. 
 
3.2 Research Design 
The research design adopted in this study was the survey method. This design was adopted 
because of its appropriateness when a relatively large sample of people is to be covered from 
a pre-determined population. This is a descriptive research and survey design is suited to 
descriptive studies. The study adopted a multi-method approach which was facilitated 
through the research design.  The quantitative data were derived through questionnaire while 
the qualitative data were generated through structured in-depth interviews. 
 
3.3 Population of the study 
 
The population of this study consisted of the academic staff in public and private universities 
in Southwest Nigeria. There are twenty public and twenty-eight private universities in 
Southwest Nigeria (NUC, 2015). Out of these, three public and three private universities were 
chosen. The choice of these universities was based on purposive sampling method. 
 
3.4 Sample Frame 
 
The sample frame for this study consisted of the academic staff in three Nigerian public 
universities and three private universities chosen purposively from three States out of the six 
States in Southwest Nigeria namely: Oyo, Lagos and Ogun. The choice of Oyo, Lagos and 
Ogun was also purposive because out of the twenty public and twenty-eight private 
universities, the three States conjointly accounted for seven public and eighteen private 
universities. Furthermore, the contiguity of the three States is another factor of convenience 
and reach which supported the selection of the States. 
 
3.5 Sample Size Determination 
 
The sample size determination of a research, according to Ojo (2003), consists of selected 
elements from a population for the purpose of study, bearing in mind that the selected 
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elements represent the population. In line with this definition, this research was purposively 
based on three States comprising three public and three private universities representing the 
population. This selection though purposively chosen, represented fifty per cent of the total 
number of States in Southwest Nigeria. The three States purposively selected were Oyo 
having a total number of five universities - two public and three private; Lagos having a total 
number of five universities - two public and three private; Ogun having a total number of 
fifteen universities - three public and twelve private. These States were selected because of 
their close geographical locations and ease of both quantitative and qualitative data collection 
for the researcher. From the three States selected, the oldest public and private universities 
were chosen to make a total of six.  
 
Table 3.1 shows the distribution of the universities sampled and their year of establishment. 
 
Table 3.1: Distributions of Academic Staff in Sampled Universities  
S/N STATE UNIVERSITY YEAR OF 
ESTABLISHMENT 
NO. OF ACADEMIC 
STAFF 
1 Oyo University of Ibadan, Ibadan 1948 1,214 
2 Lagos  University of Lagos, Lagos 1962 1,384 
3 Ogun Olabisi Onabanjo University, Ago-
Iwoye 
1982 1,450 
4 Oyo Ajayi Crowther University, Oyo 2005 205 
5 Lagos Pan-Atlantic University, Lagos 2002 32 
6 Ogun Babcock University, Ilishan Remo 1999 364 
 TOTAL   4,649 
Source: Researcher Field Survey, 2013 
 
To determine the sample size of the population, Slovin’s Formula as cited in Guilford and 
Fruchter (1973) was used. This formula uses the normal approximation with a 95 per cent 
confidence level and 5 per cent error tolerance. The formula is given as follows: 
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𝑛 = 𝑁1 + 𝑁(𝑒)2 
Where: 
n is sample size 
N is population 
e is desired margin of error. 
 
𝑛 = 4,6491 + 4649(0.05)2 
 
𝑛 = 4,6491 + 4649 × 0.0025 
𝑛 = 46491 + 11.6225 
𝑛 = 464912.6225 
     = 368.31 
     = 368 
 
Using the formula, the population size of each sampled university would be as stated in Table 
3.2 and the total sample size is 368. 
 
Table 3.2: Sample Size of Sampled Universities  
S/N Name of University Academic Staff Population Sample Size 
1 University of Ibadan, Ibadan 1,214 96 
2 University of Lagos, Lagos 1,384 109 
3 Olabisi Olabanjo 
University, Ago-Iwoye 
1,450 115 
4 Ajayi Crowther University, Oyo 205 16 
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5 Pan-Atlantic University, Lagos 32 3 
6 Babcock University, Ilishan Remo 364 29 
 TOTAL 4,649 368 
Source: Researcher Field Survey, 2013 
Two randomly selected representatives of government, ASUU officials and three 
management and academic staff from the six selected universities were interviewed for 
qualitative data.  
 
For the qualitative data, two out of the nine ASUU officials were randomly selected for 
interview while two government officials from Federal Ministry of Education and Federal 
Ministry of Labour and Productivity representing the government were interviewed. Three 
academic and management staff in private universities were also randomly selected for 
interviews because of the absence of trade unionism in private universities.  
 
3.6 Sampling Technique 
 
Sampling techniques offer variety of methods that enable the researcher to reduce the amount 
of data he needs to collect by considering only data from a subgroup rather than all probable 
cases (Saunders, Lewis and Thornhill, 1997). Owing to the difficulty of assessing the entire 
population under study which comprises forty-eight public and private universities in 
Southwest Nigeria, a multistage, stratified, purposive and random sampling technique was 
adopted for this research. In the first stage, three states were purposively chosen out of the six 
states in Southwest Nigeria. In the second stage from these three States, the universities were 
stratified according to types, i.e, public (which include Federal and State universities) and 
private representing the two types of universities in Nigeria. These two types were chosen in 
order to find out how conflicts were managed in public and private universities. At the third 
stage, purposive sampling method was used to select the sampling frame comprising only of 
academic staff in the public and private universities.  
 
The choice of academic staff in the public and private universities was based on the fact that 
the main product of the universities which are the students, are mainly and solely taught, 
mentored and supervised by the academic staff. Invariably, academic staff are considered 
more active in the university system. Also, the main criteria for ranking world class 
universities amongst others are the quality of the academic staff and the research being 
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conducted or carried out by such staff in the institutions. Similarly, for the accreditation of 
Nigerian universities by the National Universities Commission (NUC), academic 
staff/student ratio and the qualities of such staff are necessary though not sufficient factors for 
accreditation. 
Purposive sampling method was used in choosing the universities containing the population 
of study. The oldest public and private universities were chosen from each of the three States 
in Southwest Nigeria. In the last stage, Random sampling technique was used to determine 
the distribution of the copies of questionnaire in the public and private universities. 
 
3.7 Method of Data Collection 
The information on the independent and dependent variables was collected from the 
participants using a well-structured questionnaire which was administered with the aid of 
trained research assistants. Structured interviews were also used to gather qualitative data 
from randomly selected interviewees. 
3.8 Source of Data  
The study used both primary and secondary data sources. For primary data, copies of 
structured questionnaire were administered in addition to structured interviews. The 
secondary data were extracted from relevant books, journals, the internet, seminar papers, 
unpublished works, government documents and reports from government agencies.  
 
3.9 Research Instruments 
 
The questionnaires contained both closed and open-ended questions divided into three 
sections. The first section contained the Respondent Bio Data, the second section was on the 
various strategies used to manage conflict while the third section focused on the staff 
productivity in their various universities. 
Rahim Organisational Conflict Inventory (ROC I-II) was the instrument used to measure the 
second section of the questionnaire. Although ROCI-II was not designed for academic staff in 
the universities, an adapted version was used for this study because it represented 
interpersonal conflict between academic staff and the university management. The instrument 
is a 28-item measuring the five conflict management strategies adopted for this research work 
and contains Forms A, B, and C which measure how an employee manages conflict with his 
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or her supervisor, subordinate and peers. The five strategies are measured by 7, 6, 5, 6 and 4 
statements on a 5-point Likert scale selected on the basis of repeated factor and item analysis. 
A higher score represents a greater use of a particular strategy. The strategies and their 
equivalent number of items in the questionnaire are as follows: 
Integrating (Int) which is high concern for self and for others involved in the conflict has 7 
items. 
Obliging (Oblg) - low concern for self and high concern for others has 6 items 
Dominating (Dom) - high concern for self and low concern for others has 5 items. 
Avoiding (Avd) - low concern for self and for others; 6 items 
Compromising (Comp) - moderate concern for self and for others; 4 items. 
The in-depth interview in like manner covered similar questions as contained in the 
questionnaires. 
 
3.10 Validity of Research Instruments 
 
Validity is defined by Asika (1991) as the ability of the instrument to measure what it is 
required to measure and it is said to be classified into three, namely: content validity, 
criterion related validity and construct validity. Content validity emphasises the sufficiency of 
coverage by the instrument of the scope by being directed to specific questions, while 
criterion - related validity is used as a basis for judging the validity of a newly designed study 
instrument. Content validity, according to Polit and Hungler (1991), is the degree to which a 
test measures a concept by logical analysis of the item. It ensures that all the relevant scope of 
the topic is fully explored and the measuring instrument also covers the relevant scope. 
Content validity was, therefore used for this study as the content of the scale corresponded 
with the variables intended to be measured.  
 
In order to have a high content validity for the study therefore, the questionnaire and the in-
depth interview questions were given to various experts such as statisticians and senior 
academics in the university to vet and comment on. This was to ensure that all the questions 
in the questionnaires and in-depth interview fully exhausted what were implied by the 
research questions and hypotheses and that they were all relevant to the topic of study.  
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3.11 Reliability of Research Instruments 
Reliability is the degree to which a research instruments produces stable and consistent result. 
The reliability analysis of the research instrument was conducted with the aid of Statistical 
Package for the Social Sciences (SPSS). According to Nunnally and Bernstein (1994), a 
cronbach’s alpha coefficient of 0.9 and above is excellent, between 0.7 and 0.9 is good. But 
the coefficient between 0.6 and 0.7 is considered acceptable. Based on the SPSS result, the 
cronbach’s alpha coefficient of the study research instrument is 0.640. The implication is that 
the research instrument is acceptable and appropriate for the study. 
 
3.12 Method of Data Presentation and Analysis 
 
The data collected were subjected to both descriptive and inferential statistics. Descriptive 
statistics were used in organising, synthesising, summarising and describing the data 
collected. The inferential statistics used included t-test, multiple regression and hierarchical 
multiple regression. T-test was used to analysis Hypothesis one and two because it was 
considered appropriate for  measuring the two cases involved in the study, that is, public and 
private universities. In hypothesis three, multiple regression was used to analyse the data so 
as to see the effect of conflict management strategy on productivity. Why hierarchical 
regression was used to measure hypothesis four as it was considered appropriate because it is 
usually used to measure the moderating effect of a particular variable on an identified 
relationship between two other variables, which in this case, is the effect of university 
ownership on conflict management strategies and productivity. 
    
The data for this study were derived from fieldwork which was in two parts (i) 
Administration of questionnaires to academic staff in three public and three private 
universities in Nigeria; (ii) interview of selected ASUU officials; government officials; 
management and academic staff in the private universities. The data collected were presented 
in simple percentages and frequency distribution tables. The results of the study were 
analysed using the content analysis method supplemented with appropriate simple descriptive 
statistics. 
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CHAPTER FOUR 
DATA ANALYSIS AND INTERPRETATION  
4.0 Introduction 
 
This chapter deals with the presentation, analysis and interpretation of the results from the 
research data. The analysis and interpretation of the data were based on the administered 
questionnaires and the in-depth interviewing.   
 
4.1 Data Presentation 
 
A total of 368 copies of questionnaire were administered to the academic staff of the 
universities under study and 325 copies were returned and deemed usable. This represents a 
response rate of 88.32%. However, some questions in the questionnaire were not answered by 
the respondents and hence the reason for variations in the number of respondents.  
 
The descriptive analyses of variables used in this study were also presented. This was closely 
followed by answers to the research questions and results of the hypotheses tested. The 
hypotheses formulated for this study guided the arrangement of the Tables. Each hypothesis 
focused on the variables identified (conflict management strategies as independent variable 
and academic staff productivity as dependent variable). A summary of the main findings are 
as discussed in the following subsections.   
 
4.2. Demographic data 
 
Tables 4.1 and 4.2 which comprised the respondents’ data and frequency distribution 
including career characteristics were presented in two parts. The first part cross tabulated the 
independent/predictor variables used in this study. The second part showed the personal data 
of participants. 
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Table 4.1 revealed a higher number of male 199 (61%) against female participants 127 
(39%). The overwhelming number of males may likely have impact on the structure or 
prevalence of certain strategies of managing conflicts as researchers have posited that gender 
can influence conflict management strategies (Adebile and Ojo, 2012). There have been 
conflicting studies on the effect of gender on conflict management. Some studies claim that 
there was no significant difference as to gender having an effect on conflict management 
strategies (Korabik, 1993; Geshinde and Akujobi, 2011). 
 
Table 4.1 showed five subgroups of age with participants within age bracket of 31-40 years 
and 41-50 years accounting for 35% each, the other three representing less than 30%. 
Participants within age bracket 21-30 years accounted for 16% of the participants while those 
within age bracket 51-60 years accounted for 11% and those above 60 years accounted for 
less than 2% of the participants. The age-status background variable recorded among the 
participants showed that most lecturers in Nigeria are likely to be below the age of 50 years.  
 
The apparent link between family structures and interpersonal relationship issues such as 
conflict has consistently built family-related provisions into conflict management. The 
findings revealed five statuses associated with marriage with those married accounting for 
72.1% of total participants, single 17.2%, divorced 2.5%, separated 5.5% and widowed 2.8%. 
Considering the high percentage of those married, one might assume that financial 
obligations may likely explain the frequent demands of academic staff for better conditions of 
service from their employers. This has always been attributed to the level of inflation and 
comparison with what is being earned in other environment.  The assessment of academic 
qualifications revealed that participants with Ph.D degree were 124 (38%), Master’s degree 
178 (54.9%) and first degree 23 (7.1%). The implication of these findings is that most 
academic staff in Nigerian universities are yet to obtain their doctorate degrees. The spread of 
the distribution across the faculties revealed that participants from Science departments 
accounted for 170 (52.5%), Social Science, 107 (32.8%), Arts, 44 (13.5%) and others such as 
Law, Engineering etc. 4 (1.2%). 
 
Unionisation is the major channel through which workers react to their employers' actions. 
Workers usually organised themselves into trade unions in order to negotiate the wage of 
labour. The employers may see this as forming a control of labour. Individual worker lacks 
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power and may not be able to seek improvement in wages and other working conditions. This 
is the rationality behind trade unionism. Trade unions are the main power resource of the 
workforce. This power can support the resolution of problems faced by workers in an 
organisation. Among the participants 280 (86.5%) were members of ASUU while 45 (13.5%) 
were non-members and this is as a result of the fact that membership of ASUU is voluntary 
and not every academic staff in the public universities is a member. 
, 
The job status frequency showed that 29 (8.9%) were Graduate Assistants; 88 (27.3%) were 
Assistant Lecturers; 39 (12%) were Lecturers II; 75 (23%) were Lecturers I; while Senior 
Lecturers were 57 (17.5%), Associate Professors were 21(6.4%) and Professors were 16 
(4.9%). The entry status showed that 76 (23.5%) were Graduate Assistants; 143 (23%) were 
Assistant Lecturers; 53 (43.9%) were Lecturers II; 40 (12.3%) were Lecturers I; while Senior 
Lecturers were 13 (4%) of the total number of data collected.  
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Table 4.1: Characteristics of Participants 
Variables Frequency Percent 
Gender Male 199 61.23 
Female 126 38.77 
Total 325 100 
Age 21-30 years 53 16.3 
31-40 years 115 35.3 
41-50 years 116 35.6 
51-60 years 35 11.0 
61years and above 6 1.8 
Total 325 100.0 
Marital Status Single 56 17.2 
Married 234 72.1 
Divorced 8 2.5 
Separated 18 5.5 
Widowed 9 2.8 
Total 325 100.0 
Educational Qualification Ph.D. 124 38.0 
M.Sc./MPA/MBA 178 54.9 
B.Sc./B.A 23 7.1 
Total 325 100.0 
Faculty Arts 44 13.5 
Social Science 107 32.8 
Sciences 170 52.5 
Others 4 1.2 
Total 325 100.0 
Membership of ASUU  Members  280 86.5 
Non-Members 45 13.5 
Total 325 100.0 
Position in ASUU Chairman 1 0.3 
Secretary 2 0.7 
Others 27 8.5 
Non- Executive Members 250 77 
Non-Members 45 13.5 
Total 325 100.0 
Academic Rank 
 
Professor 16 4.9 
Associate Professor 21 6.4 
Senior Lecturer 57 17.5 
Lecturer I 75 23.0 
Lecturer II 39 12.0 
Assistant Lecturer 88 27.3 
Graduate Assistant 29 8.9 
Total 325 100.0 
Status at Appointment Senior Lecturer 13 4.0 
Lecturer  I 40 12.3 
Lecturer II 53 16.3 
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Assistant Lecturer 143 43.9 
Graduate Assistant 76 23.5 
Total  325 100.0 
Source: Field Survey, 2015 
 
 
 
Teaching experience was added as a demographic data because it can be assumed that 
academic staff who have stayed longer at the job would have probably experienced more 
conflict than younger academic staff. The findings also revealed that 124 (38%) which 
formed the majority of the participants had spent between 5 and 7 years teaching. The 
participants that had spent between 2 and 4 years were 89 (27.4%) while 53 (16.3%) had 
spent between 11 and 13 years teaching. Only 21(6.4%) of the participants had spent between 
17 and 19 years teaching, 16 (4.9%) had spent between 14 and 16 years teaching and those 
who had spent less than 2 years teaching were only 13 (4%). Participants who had spent 20 
years and above were fewer and they accounted for 6 (1.8%) and participants who had spent 
between 8 and 10 years accounted for 4 (1.2%). This may have consequences on types of 
conflict management strategies adopted. The fewer groups were participants that had spent 20 
years and above and they accounted for 6 (1.8%) and participants that had spent between 8 
and 10 years which accounted for 4 (1.2%). The implication of this is that about 78% of 
academic staff in Nigerian universities have spent less than 8 years teaching in the university. 
This may have consequences on the types of conflict management strategies adopted. 
 
Lecturers in public and private universities in Nigeria are expected to possess doctoral 
degrees to be qualified to teach (Ajadi, 2010). This directive from National Universities 
Commission (NUC), supported by the Federal Government, has caused a lot of controversy 
in and outside higher education (Fatunde, 2008). But both supporters and opponents of the 
idea agreed on one thing, which is, to check instability and uncertainty in the fragile 
university system. The inclusion of this variable is to assess whether the composition of the 
respondents in this study is a good representation of the situation at hand. The findings from 
Table 4.2, having deducted those that did not have Ph.Ds from the total number of 
respondents, revealed that only 89 (10.1%) of the study sample possessed Ph.D. This is less 
than the estimated number. 
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Table 4.2: Participants’ Career Characteristics  
Variations Frequency 
(F) 
Percent 
(%) 
Teaching Experience  Less than 2 years 13 4.0 
2-4 years 89 27.4 
5-7 years 123 38.0 
8-10 years 4 1.2 
11- 13 years 53 16.3 
14-16 years 16 4.9 
17-19 years 21 6.4 
20 years and above  6 1.8 
Total 325 100.0 
Post Ph.D Experience  No Ph.D 211 89.9 
Less than 2 years 32 1.3 
2-4 years 14 2.5 
5-7 years 10 1.7 
8-10 years 11 1.3 
11- 13 years 10 1.7 
14-16 years 10 0.8 
17-19 years 1 0.4 
20 years and above  1 0.4 
Total 325 100.0 
Membership of Professional 
Association  
Member  73 22.4 
Non-Member 252 77.6 
Total 325 100.0 
Professional Qualifications  Holder 60 18.4 
Non-Holder 264 81.3 
Total 325 100.0 
Source: Field Survey, 2015. 
 
The gender distribution from the data analysis revealed that 173 (61.4%) were male 
participants in public universities and 26 (59.1%) in private universities. While 109 (38.4%) 
were female participants in public universities and 18 (40.9%) in private universities. This 
implies from the data that there are more men than women academic staff in both the public 
and private universities. The age distribution revealed that 41 (14.5%) participants were 
within 21-30 years in public universities and 12 (27.3%) participants in private universities. 
The distribution revealed that those who were within 31-40 years accounted for 105 (37.2%) 
in public universities and 10 (22.7%) participants in private universities. The distribution 
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revealed that those who were within 41-50 years accounted for 100 (35.5%) in public 
universities and 16 (36.4%) participants in private universities. The age distribution equally 
revealed that 32 (11.4%) participants were within 51-60 years in public universities and 4 
(9.1%) participants in private universities. The findings revealed that the participants who 
were 61 years and above accounted for 4 (1.4%) in public universities and 2 (4.5%) in private 
universities. 
 
Table 4.3: Cross Tabulation of Characteristics of Academic Staff of Public and Private 
Universities 
Variations Public Private 
Frequency 
(F) 
Percent 
(%) 
Frequency 
(F) 
Percent 
(%) 
Gender Male 173 61.79 26 57.78 
Female 107 38.21 19 42.22 
Total 280 100.00 45 100.00 
Age 21-30 years 41 14.54 12 27.27 
31-40 years 103 37.23 10 22.73 
41-50 years 100 35.46 15 36.36 
51-60 years 32 11.35 4 9.09 
61 years and above 4 1.42 2 4.55 
Total 280 100.00 45 100.00 
Marital Status Single 47 16.67 9 20.45 
Married 209 74.82 25 54.55 
Divorced 5 1.77 3 6.82 
Separated 10 3.55 8 18.18 
Widowed 9 3.19 - . 
Total 280 100.00 45 100.00 
Educational Qualification Ph.D. 106 37.59 18 40.91 
M.Sc./MPA 163 58.51 15 31.82 
B.Sc./B.A 11 3.90 12 27.27 
Total 280 100.00 45 100.00 
Faculty Arts 34 12.06 8 18.18 
Social Science 93 32.98 15 31.82 
Sciences 147 52.84 22 50.00 
Others 6 2.13 - . 
Total  280 100.00 45 100.00 
Academic Rank Professor 14 4.96 2 4.55 
Associate Professor 19 6.74 2 4.55 
Senior Lecturer 53 18.79 4 9.09 
Lecturer I 65 23.05 10 22.73 
Lecturer II 27 10.28 10 22.73 
Assistant Lecturer 81 28.72 8 18.18 
Graduate Assistant 21 7.45 9 18.18 
Total 280 100.00 45 100.00 
Status at Appointment Senior Lecturer 11 3.90 2 4.55 
Lecturer I 32 11.35 8 18.18 
Lecturer II 47 16.67 6 13.64 
Assistant Lecturer 126 45.39 15 34.09 
Graduate Assistant 64 22.70 14 29.55 
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Total  280 100.00 45 100.00 
Source: Field Survey, 2015 
 
4.3 Descriptive Analysis of Conflict Management Strategies 
 
 
Conflict management, as earlier stated, is the art of distinguishing between useful conflicts 
and conflicts that should be eliminated (Huseman, 1977 in Bankovskaya, 2012). The 
objective of conflict management is to see that conflicts remain useful and creative in 
separating the good or natural conflict from that which is bad or unnatural (Bankovskaya 
(2012). Among the strategies for managing conflict are those proposed by Rahim and 
Bonoma (1979) where they differentiated between strategies of handling conflict into two 
basic ways: concern for self and concern for others. The various strategies considered in this 
study include the following: Integrating, Obliging, Dominiating, Avoiding and 
Compromising. 
 
4.3.1 Integrating strategy 
 
This style is used by individuals with high concern for themselves and for others. The goal is 
to work together for a win-win outcome when handling a conflict. It is considered appropriate 
when one party alone cannot solve a problem and commitment is needed from other persons 
(Rahim, 2001). 
 
Examination of the mean and standard deviation for the statement “I clarify issues with the 
university’s management to find solutions acceptable to me” in Table 4.4 which is 2.5 and 1.2 
for the public universities and 2.5 and 1.2 for the private universities showed that academic 
staff were hardly ready to clarify issues with the university’s management in order to find 
solutions acceptable to them. The result further revealed that private university academic staff 
did not bother to clarify issues with the university’s management. Most of the academic staff 
will not bother trying to integrate their ideas with those of the university’s management in 
order to come up with an acceptable decision during negotiations. The mean values recorded 
for both categories of universities were below average (public universities–2.2; private 
universities–1.8) when the academic staff were asked about their opinions on whether 
working with the university’s management to find solutions to problems which would satisfy 
their expectations was the best. This showed that integrating strategy was not acceptable to 
them. As regards exchanging accurate information with the university’s management to solve 
a conflict, private universities mean score of 1.9 was lower than the mean value of 2.3 of the 
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public universities. In the area of collaboration with the university’s management to come up 
with acceptable decisions, public universities had a higher mean value or score of 2.3 than the 
private universities which scored 1.8. This showed that they were more likely to align with 
university’s management in deriving acceptable solutions than the private universities. 
Overall analysis of integrating strategy revealed that the academic staff from the two 
categories of universities scored below average. However, the mean value of 2.35 of the 
public universities was higher than the1.98 of private universities. 
 
Table 4.4: Integrating Strategy 
 
STATEMENTS 
 
 
 PUBLIC 
UNIVERSITIES 
PRIVATE UNIVERSITIES 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
I clarify issues with the 
university’s management to find 
solutions acceptable to me. 
273 2.4982 1.24003 43 2.5116 1.18265 
I try to integrate my ideas with 
those of the university’s 
management to come up with a 
decision during ASUU’s 
negotiations. 
271 2.3358 1.11296 44 1.9091 .47339 
 I am of the opinion that 
working with the university’s 
management to find solutions to 
a problem which satisfy my 
expectations is the best. 
273 2.2418 1.11151 43 1.7907 .59993 
I prefer exchanging accurate 
information with the 
university’s management to 
solve a problem together. 
271 2.2841 2.15949 43 1.8605 .77402 
I subscribe to bringing all our 
concerns out in the open so that 
the issues can be resolved in the 
best possible way. 
271 2.4317 1.15548 43 2.1395 .83328 
 I subscribe to collaborating 
with the university’s 
management to come up with 
decisions acceptable to us 
269 2.3197 1.06593 43 1.8140 .50028 
 I subscribe to working with the 275 2.3818 1.08894 43 1.8372 .48453 
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university’s management for a 
proper understanding of a 
problem. 
Overall analysis of Integrating 
strategy 
280 2.3464 .78583 44 1.9794 .37641 
Source: Field Survey, 2015 
4.3.2 Obliging strategy 
 
This style is associated with low concern for self and a high concern for others. The 
individual involved often takes a lose-win approach and forfeits his own wants for those of 
the other party involved (Rahim, 2001). 
 
Table 4.5 showed that academic staff from both the private and public universities were less 
inclined to satisfying the needs of the university. The average response to the question “I 
generally try to satisfy the needs of the university” is somewhat below the average threshold. 
(Public university had a mean value of 2.18 and a standard deviation of 1.10 while the 
private university had a mean value of 2.20 and a standard deviation of 0.94). It seemed 
acceptable that giving in to the wishes of the university’s management was the best strategy 
during negotiation as shown in the table above (public university, the mean value is 3.16 and 
the standard deviation is 1.22 while for the private university, the mean value was 3.0 and 
the standard deviation was 1.38). The results further revealed that the academic staff from 
the private universities were less inclined to allow concessions to the university’s 
management as the best option during negotiation. The mean values reported for the two 
universities were high as regard going along with the suggestions of the university’s 
management as the best during negotiations. Academic staff from public universities scored 
high when it came to their preference to satisfying the expectations of the university’s 
management. Overall assessment of obliging strategy revealed that academic staff from the 
two categories of universities scored above average. However, it was surprising to discover 
that academic staff from the public universities had a mean score of 2.84 and thereby seemed 
to adopt more of obliging strategy in their conflict management than academic staff from 
private universities who had a mean value of 2.53. 
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Table 4.5: Obliging Strategy 
 
STATEMENTS 
 
 
 PUBLIC 
UNIVERSITIES 
PRIVATE 
UNIVERSITIES 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
I generally try to satisfy the 
needs of the university. 271 2.1845 1.10013 43 2.2093 .94006 
I prefer to accommodate the 
wishes of the university’s 
management during 
negotiation. 
271 2.9742 1.16876 43 2.6047 .97930 
In my opinion, giving in to the 
wishes of the university’s 
management is the best 
strategy during negotiation. 
271 3.1661 1.22252 43 3.0000 1.38013 
In my opinion, allowing 
concessions to the university’s 
management is the best option 
during negotiation. 
268 2.6269 1.29344 44 2.3182 1.11590 
In my opinion, to go along 
with the suggestions of the 
university’s management is the 
best during negotiations. 
271 3.0258 1.15601 42 2.8333 1.12438 
I prefer satisfying the 
expectations of the university’s 
management. 
275 3.1818 1.25406 42 2.2619 .85709 
Overall Obliging strategy 280 2.8426 .66206 44 2.5295 .63686 
Source: Field Survey, 2015 
 
4.3.3 Dominating Strategy 
 
Individuals using the dominating conflict management strategy have high regard for 
themselves and low regard for others, leading to a win-lose situation. This style, according to 
Alzawahreh and Khasawneh (2011) depicts competing behaviours often associated with 
aggression in order to achieve desired position or goals. 
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Table 4.6 showed that the academic staff from the two categories of universities scored quite 
high in their mean value (public universities scored 2.74 and private universities scored 2.99) 
as regards issues that bother on dominating strategy of conflict management. On the first 
statement which states that “I use my influence to get my ideals accepted”, public universities 
had a mean value of 2.65 while private universities had a mean value of 2.62. Also  the two 
categories of universities scored the highest in terms of their mean value under the strategy 
when asked if they used their authority to make a decision in their favour during negotiation 
with the university’s management (public university scored 3.11 and private university scored 
3.44.) Meanwhile, private universities had the higher mean value. The two categories of 
universities scored above average when it came to using their expertise to make decisions in 
their favour during negotiations. The academic staff agreed that they were generally 
opinionated in pursuing their interest during negotiations. They also believed that the use of 
power as a union is a competitive strategy during negotiations. Overall evaluation revealed 
that the academic staff from the two categories of universities scored high in dominating 
strategy (public =2.74 and Private =2.99). 
 
Table 4.6:   Dominating Strategy 
 
STATEMENTS 
 
 
 PUBLIC 
UNIVERSITIES 
PRIVATE UNIVERSITIES 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
I use my influence to get my ideas 
accepted. 
264 2.6553 1.27812 43 2.6279 1.09160 
I use my authority to make a 
decision in my favour during 
negotiation with the university’s 
management. 
269 3.1078 1.27237 43 3.4419 .98325 
I always subscribe to using my 
expertise to make a decision in our 
favour during negotiations. 
271 2.5720 1.11280 42 2.9762 .97501 
I am generally opinionated in 
pursuing our interest during 
negotiations. 
265 2.6000 1.04374 43 3.0000 .92582 
Sometimes using our power as a 
union as a competitive strategy is 
the best option during negotiations. 
274 2.7263 1.12003 43 2.9302 .59343 
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Dominating Strategy 280 2.7390 .66004 43 2.9965 .54121 
Source: Field Survey, 2015 
 
 
 
4.3.4 Avoiding Strategy 
 
Individuals using this style have low concern for themselves and for others. They usually 
withdraw from an issue or give up goals and relationship involving conflicts (Rahim, 2002). 
 
Table 4.7 showed that academic staff from public universities scored average when they were 
asked if they attempted to avoid being "put on the spot" and tried to keep their conflicts with 
the university’s policies to themselves. But those from private universities scored lower. But 
academic staff from private universities scored higher mean value when it came to opposing 
open discussion of their differences with the university management during negotiation than 
those from public universities. Academic staff from public universities scored higher when it 
came to the preference of staying away from a disagreement with the university management 
than academic staff from private universities. Academic staff believed that avoiding a 
disagreement with the university’s management was the best strategy. In addition, it was 
discovered that academic staff from public universities scored higher than those from the 
private universities on the issues that bordered on keeping their disagreement with the 
university management to themselves in order to avoid hard feelings. They also believed that 
in order to extract their demand, it was better to avoid unpleasant exchanges with the 
university’s management. Overall analysis of the avoiding strategy revealed that the two 
universities scored high but the mean value of the public universities which is 2.95 was 
slightly higher than the mean value of the private universities which is 2.82. 
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Table 4.7:   Avoiding Strategy 
 
STATEMENTS 
 
 
 PUBLIC 
UNIVERSITIES 
PRIVATE UNIVERSITIES 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
I attempt to avoid being "put on 
the spot" and try to keep my 
conflict with the university’s 
policies to myself. 
273 2.8462 1.26540 43 2.3488 .84187 
I am opposed to open discussion 
of our differences with the 
university’s management during 
negotiation. 
272 2.8125 1.22012 43 3.1860 .95757 
I prefer to stay away from 
disagreement with the 
university’s management. 
268 3.1306 1.15540 43 2.6977 1.18593 
In my opinion, avoiding a 
disagreement with the 
university’s management is the 
best strategy. 
271 3.0443 1.68377 43 2.9767 1.26281 
It is wise we keep our 
disagreement with the 
university’s management to 
ourselves in order to avoid hard 
feelings. 
273 3.1282 1.21950 43 2.7907 1.14555 
To extract our demand, it is 
better to avoid unpleasant 
exchanges with the university’s 
management. 
273 2.7399 1.17657 43 2.9070 .92102 
Avoiding Strategy 280 2.9469 .75224 43 2.8178 .69466 
Source: Field Survey, 2015 
 
 
4.3.5 Compromising Strategy 
 
This involves moderate concern for self and for others. It seeks a mutually acceptable 
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solution that satisfies both parties partially in a conflict situation while addressing some 
concerns of both parties and neglecting others by exchanging concessions and finding a 
middle-ground position. It, therefore, partially satisfies the needs of both parties in a conflict. 
Observations of the results in Table 4.8 revealed that academic staff from the two universities 
had low mean values when they were asked about their preference to finding a middle course 
to resolving an impasse with the university. However, the private universities had a higher 
mean value than the public universities who scored below average on their opinion 
concerning proposing a middle ground for breaking deadlocks as the best strategy during 
negotiation. Moreover, it was discovered that the academic staff from the two universities 
believed that it was not good to compromise their position with the university’s management 
during negotiation. Academic staff from private universities did not believe in the "give and 
take" strategy so that a compromise solution could be reached while those from the public 
universities partially agreed with the statement. Overall assessment of the compromising 
strategy revealed that the two parties would not want to adopt the compromising strategy 
during conflicts (public = 2.40 and private = 2.35). 
 
Table 4.8:   Compromising Strategy 
 
STATEMENTS 
 
 
 PUBLIC 
UNIVERSITIES 
PRIVATE UNIVERSITIES 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
I prefer to find a middle course to 
resolve an impasse with the university. 
272 2.5221 1.60703 43 2.7442 .72680 
In my opinion, proposing a middle 
ground for breaking deadlocks is the 
best strategy during negotiation. 
269 2.2714 1.09475 44 2.6364 .78031 
It is better to negotiate with the 
university’s management so that a 
compromise can be reached. 
272 2.2096 1.06097 42 1.9762 .68032 
I prefer "give and take" strategy so that 
a compromise solution can be reached. 
269 2.5725 1.16516 43 2.0698 .55185 
Compromising Strategy 273 2.3987 .79768 44 2.3523 .43907 
Source: Field Survey, 2015 
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Table 4.9:Cross Tabulation of Conflict Management Strategy and Academic Staff Rank   
Conflict 
Strategy 
Professor 
(mean) 
Associate 
Professor 
(mean) 
Senior 
Lecturer 
(mean) 
Lecturer I 
(mean) 
Lecturer  
II 
(mean) 
Assistant 
Lecturer 
(mean) 
Graduate 
Assistant 
(mean) 
Integrating 2.3083 2.0549 2.3216 2.2727 2.5412 2.2095 2.4145 
Obliging 2.8070 2.7667 2.8518 2.8133 2.8415 2.7174 2.7247 
Dominatin
g 
2.7395 2.7326 2.8336 2.7693 2.7268 2.6809 2.9537 
Avoiding 2.9825 3.1304 3.0122 2.8724 2.7459 2.9415 3.0086 
Compromi
sing 
2.3947 2.4000 2.4531 2.3358 2.4472 2.3346 2.5710 
Source: Field Survey, 2015 
 
The results displayed in Table 4.9 revealed the most preferred conflict management strategies 
among different ranks of academic staff in Nigerian universities. Academic career has seven 
positions from the lowest rank of Graduate Assistant to the highest rank of a Professor. The 
ranks are: Graduate Assistant, Assistant Lecturer, Lecturer II, Lecturer I, Senior Lecturer, 
Associate Professor and Professor. The respondents that were Professors rated avoiding 
strategy as the most preferred conflict management strategy. Next to that was the obliging 
strategy while the least preferred strategy was the integrating strategy. As regards the 
preference of the Associate Professors, avoiding strategy was also the most preferred conflict 
management strategy while the integrating strategy was the least preferred. 
 
In the same vein, Senior Lecturers, Lecturers I, Assistant lecturers and Graduate Assistants 
rated avoiding strategy as the most preferred conflict management strategy and these ranks of 
lecturers rated integrating strategy as the least preferred strategy. However, the academic staff 
that were lecturer II opted for obliging strategy as the most preferred conflict management 
strategy and they considered compromising strategy as the least preferred strategy. 
 
4.4 Productivity 
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Academic productivity of the respondents was assessed using frequency distribution and the 
findings are discussed in this section under the various parameters: conferences and journal 
publications; research grants and book publications; and activities and promotion. 
 
Conference and Journal Publications 
Table 4.10 showed that 75 (23.1%) of the respondents chose “yes”, 233 (71.7%) chose “no”, 
17 (5.2%) were not sure if they attended at least one national conference per annum. The 
implication is that most of the respondents do not attend at least one national conference per 
annum. 135 (41.5%) of the respondents chose “yes”, 140 (43.1%) chose “no”, 50 (15.4%) 
were not sure if they attended at least one international conference per annum. The 
implication is that most of the respondents do not attend at least one international conference 
per annum. 106 (32.6%) of the respondents chose “yes”, 171(52.6%) chose “no”, 48 (14.8%) 
were not sure if at least one of their conference papers was published in edited conference 
proceedings per annum. The implication is that most of the respondents do not publish at 
least one of their conference papers in edited conference proceedings per annum. 84 (25.8%) 
of the respondents chose “yes”, 220 (67.7%) chose “no”, 21 (6.5%) were not sure if they 
published their research articles with journals affiliated to tertiary institutions. The 
implication is that most of the respondents do not publish their research articles with journals 
affiliated to tertiary institutions. 124 (38.2%) of the respondents chose “yes”, 173 (53.2%) 
chose “no”, 28 (8.6%) were not sure if at least one of their research articles had been 
published by a foreign journal in the last one year. The implication is that most of the 
respondents do not have at least one of their research articles published by a foreign journal 
in the last one year. 198 (60.9%) of the respondents chose “yes”, 84 (25.9%) chose “no”, 43 
(13.2%) were not sure if their research articles had been published in a newspaper/magazine 
in the last one year. The implication is that most of the respondents had research articles that 
had been published in a newspaper/magazine in the last one year. 
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Table 4.10: Conference and Journal Publications 
STATEMENT Number 
(N) 
 
YES % NO % 
 
NOT 
SURE 
% 
I attend at least one national conference 
per annum. 
       325          75       23.1      233   71.7 
          
17 
   5.2 
I attend at least one international 
conference per annum. 
               
325 
       135       41.5      140 
   
43.1 
                      
50 
  15.4 
At least one of my conference papers is 
published in edited conference 
proceedings per annum. 
325 106 32.6 171 52.6 
       
48 
   
14.8 
I publish my research articles with 
journals affiliated to tertiary institutions. 
325 84 25.8 220 67.7 
      21     6.5 
At least one of my research articles has 
been published by a foreign journal in 
the last one year 
325 124 38.2 173 53.2 
 
28 
 
8.6 
My research articles have been published 
in a newspaper/magazine in the last one 
year 
325 198 60.9 84 25.9 
       
43 
  13.2 
Source: Field Survey, 2015 
Table 4.11 showed that 198 (60.9%) of the respondents chose “yes”, 110 (33.9%) chose 
“no”, 17 (5.2%) were not sure if they had authored a book in the last one year. The 
implication is that most of the respondents have authored a book in the last one year. 154 
(47.4%) of the respondents chose “yes”, 160 (49.2%) chose “no”, 12 (3.7%) were not sure if 
they had co-authored a book in the last one year. The implication is that most of the 
respondents have not co-authored a book in the last one year. 124 (38.1%) of the respondents 
chose “yes”, 190 (58.5%) chose “no”, 11(3.4%) were not sure if they had contributed a 
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chapter in an edited book in the last one year. The implication is that most of the respondents 
have not contributed a chapter in an edited book in the last one year. 133 (40.9%) of the 
respondents chose “yes”, 180 (55.4%) chose “no”, 12 (3.7%) were not sure if they had 
contributed a chapter in a Book of Readings in the last one year. The implication is that most 
of the respondents have not contributed a chapter in a Book of Readings in the last one year. 
160 (49.2%) of the respondents chose “yes”, 139 (42.8%) chose “no”, 26 (8.0%) were not 
sure if they had participated in sponsored national research in the last one year. The 
implication is that most of the respondents have participated in sponsored national research 
in the last one year. 84 (25.8%) of the respondents chose “yes”, 191 (58.8%) chose “no”, 50 
(15.4%) were not sure if they had won at least a research grant in the last one year. The 
implication is that most of the respondents may not have won any research grant in the last 
one year. 
Table 4.11: Research Grants and Book Publications 
STATEMENTS Number 
(N) 
YES % NO % Not 
Sure 
% 
I have authored a book in the 
last one year. 325 198 60.9 110 33.9 
17 5.2 
I have co-authored a book in 
the last one year. 325 154 47.4 160 49.2 
11 3.4 
I have contributed a chapter in 
an edited book in the last one 
year. 
325 124 38.1 190 58.5 
11 3.4 
I have contributed a chapter in 
a Book of Readings in the last 
one year. 
325 133 40.9 180 55.4 
     
12 
   
3.7 
I have participated in 
sponsored national research in 
the last one year. 
325 160 49.2 139 42.8 
    
26 
   
8.0 
I have won at least a research 
grant in the last one year. 325 84 25.8 191 58.8 
50 15.4 
Source: Field Survey, 2015 
Table 4.12 showed that 91(28.0%) of the respondents chose “yes”, 214 (65.8%) chose “no”, 
20 (6.2%) were not sure if they taught at least two courses per semester. The implication is 
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that most of the respondents do not teach at least two courses per semester. 172 (52.9%) of 
the respondents chose “yes”, 139 (42.8%) chose “no”, 14 (4.3%) were not sure if they had 
been promoted in the last four years. The implication is that most of the respondents have not 
have been promoted in the last four years. 24 (7.4%) of the respondents chose “yes”, 160 
(49.2%) chose “no”, 141(43.4%) were not sure if they had overstayed on their present 
position as academic staff. The implication is that most of the respondents might not have 
overstayed on their present position as academic staff. 12 (3.7%) of the respondents chose 
“yes”, 96 (29.5%) chose “no”, 217 (66.8%) were not sure if they had missed promotion in 
the last five years. The implication is that most of the respondents were not sure if they had 
missed promotion in the last five years. 23 (7.1%) of the respondents chose “yes”, 65 
(20.0%) chose “no”, 237 (72.9%) were not sure if missing the promotion was because the 
university was shut down due to crises or not. The implication is that most of the respondents 
are not sure if missing the promotion was because the university was shut down due to crises 
or not. 
Table 4.12: Teaching Activities and Promotion 
STATEMENTS Number 
(N) 
YES % NO % Not 
Sure 
% 
I teach at least two courses 
per semester 325 91 28.0 214 65.8 
 
20 
 
6.2 
I have been promoted in the 
last four years. 325 172 52.9 139 42.8 
 
14 
 
4.3 
I have really overstayed on 
my present position as a 
lecturer. 
325 24 7.4 160 49.2 
 
141 
 
43.4 
I have missed promotion in 
the last five years. 325 12 3.7 96 29.5 
 
217 
 
66.8 
My missing the promotion 
was because the university 
was shut down due to crises. 
325 23 7.1 65 20.0 
 
237 
 
72.9 
Source: Field Survey, 2015 
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From the results presented in Table 4.13, graduate assistants had the highest mean value of 
2.2 while lecturers II had the lowest mean value of 2.0. Worthy of note is the fact that they all 
scored high in terms of productivity, irrespective of their academic ranks. 
 
Table 4.13: Academic Staff Rank and their Levels of Productivity  
Academic Staff  Rank Number 
(N) 
Mean 
(M) 
Standard 
Deviation 
(SD) 
Professor 19 2.1331 .14253 
Associate professor 23 2.0900 .34623 
Senior Lecturer 64 2.0306 .33142 
Lecturer I 70 2.0809 .34308 
Lecturer II 43 2.0123 .43958 
Assistant lecturer 79 2.0887 .36291 
Graduate Assistant 27 2.2082 .36417 
Source: Field Survey, 2015 
 
4.5 Hypotheses Testing  
 
Hypothesis One 
 
H01: Conflict management strategies adopted by academic staff in public universities are not 
significantly different from those adopted by academic staff in private universities.  
Ha1: Conflict management strategies adopted by academic staff in public universities are 
significantly different from those adopted by academic staff in private universities. 
 
Table 4.14a  showed the descriptive statistics of the two groups of universities involved in 
this study based on the conflict management strategies adopted i.e., integrating, obliging, 
dominating, avoiding and compromising. The table further revealed that public universities 
have higher mean values in integrating, obliging, avoiding and compromising strategies.  
However, private universities recorded higher mean values in dominating strategy. Worthy of 
note is the fact that academic staff in both universities had similar scores in compromising 
strategy. 
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Table 4.14a: T-Test Result Showing Descriptive Analysis of Conflict Management 
Strategies in both Private and Public Universities 
Group Statistics 
 Type of University 
Number(N) Mean 
(M) 
Standard 
Deviation (SD) 
Standard Error 
Mean (SEM) 
Integrating 
public university 280 2.3464 .78583 .04696 
private university 44 1.9794 .37641 .05675 
Obliging 
public university 280 2.8426 .66206 .03957 
private university 44 2.5295 .63686 .09601 
Dominating 
public university 280 2.7390 .66004 .03944 
private university 43 2.9965 .54121 .08253 
Avoiding 
public university 280 2.9469 .75224 .04495 
private university 43 2.8178 .69466 .10594 
Compromising 
public university 273 2.3987 .79768 .04828 
private university 44 2.3523 .43907 .06619 
Source: Field Survey, 2015 
 
Table 4.14b revealed the results of significant differences between the two categories of 
universities based on the five types of conflict management strategies. The analysis of test of 
equality revealed that both integrating and compromising strategies violated the assumption 
of equality of variance; hence the equal variance not assumed results were used for these two 
strategies. The result revealed that academic staff in public universities are different from 
those in private universities in their adoption of integrating strategy (t-value = 4.982, p-value 
=.0001). They are also different in terms of their adoption of obliging strategy (t-value = 
2.931, p-value =.004). The analysis further revealed that the academic staff from the two 
categories of universities are different with respect to the adoption of dominating strategy (t-
value = -2.434, p-value =.015). However, the results showed that the academic staff from the 
two categories of universities are not significantly different from each other in respect of the 
adoption of avoiding strategy (t-value = 1.058, p-value =.291) and compromising strategies 
(t-value = .566, P-value =.573). 
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Table 4.14b: T-Test Result Showing the Difference between Conflict Management 
Strategies in both Private and Public Universities 
Independent Samples Test 
 Levene's Test for 
Equality of 
Variances 
t-test for Equality of Means 
F Sig. T Df Sig. (2-
tailed) 
Mean 
Difference 
Std. Error 
Difference 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
Integrating 
Equal 
variances 
assumed 
16.851 .000 3.040 322 .003 .36697 .12070 .12951 .60444 
Equal 
variances not 
assumed 
  
4.982 
113.84
0 
.000 .36697 .07366 .22106 .51289 
Obliging 
Equal 
variances 
assumed 
.422 .516 2.931 322 .004 .31307 .10683 .10290 .52325 
Equal 
variances not 
assumed 
  
3.015 58.585 .004 .31307 .10384 .10525 .52089 
Dominating 
Equal 
variances 
assumed 
2.430 .120 -2.434 321 .015 -.25746 .10576 
-
.46554 
-.04938 
Equal 
variances not 
assumed 
  
-2.815 62.884 .007 -.25746 .09147 
-
.44027 
-.07466 
Avoiding 
Equal 
variances 
assumed 
.113 .737 1.058 321 .291 .12908 .12202 
-
.11098 
.36913 
Equal 
variances not 
assumed 
  
1.122 58.205 .267 .12908 .11508 
-
.10126 
.35941 
Compromising 
Equal 
variances 
assumed 
9.728 .002 .376 315 .707 .04638 .12326 
-
.19614 
.28891 
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Equal 
variances not 
assumed 
  
.566 
 
96.594 
 
 
.573 .04638 .08193 
-
.11623 
.20900 
Source: Field Survey, 2015 
 
Decision; On the basis of the result in Table 4.14b, the null hypothesis was rejected. This 
implies that conflict management strategies adopted by academic staff in public universities 
are significantly different from those adopted by academic staff in private universities.  
 
Hypothesis Two 
Ho2: There is no significant difference in the level of academic staff productivity in public 
and private universities.  
 
Ha2: There is a significant difference in the level of academic staff productivity in public and 
private universities. 
 
Table 4.15a showed the mean values and standard deviations of the level of academic staff 
productivity in the two categories of universities involved in this study. The productivity was 
assessed on the 3.0 scale. The respondents from both the public and private universities 
scored high mean value in terms of their levels of productivity. Meanwhile, private 
universities scored higher mean value in terms of their academic staff productivity. 
Table 4.15a: T-Test Result Showing Descriptive Analysis of Academic Staff 
Productivity in both Private and Public Universities 
Group Statistics 
 Type of University Number Mean Std. Deviation Std. Error Mean 
Staff 
Productivity 
public university 278 2.0652 .36798 .02207 
private university 44 2.1581 .21198 .03196 
Source: Field Survey, 2015 
 
Table 4.15b revealed the results of the examination of significance differences between the 
two categories of universities based on their academic staff productivity.  The analysis of test 
of equality revealed that the assumption of equality of variance was violated; hence the equal 
variance not assumed result was used for the interpretation. 
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Table 4.15b: T-Test Result Showing the Difference in Staff Productivity in both Private 
and Public Universities 
Independent Samples Test 
 Levene's Test 
for Equality of 
Variances 
t-test for Equality of Means 
F Sig. T df Sig. (2-tailed) Mean 
Difference 
Std. Error 
Difference 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
Staff 
Productivity 
Equal 
variances 
assumed 
7.248 .007 -1.63 320 .104 -.09295 .05696 -.20502 .01912 
Equal 
variances 
not 
assumed 
  
-2.39 90.602 .019 -.09295 .03884 -.17010 -.01580 
Source: Field Survey, 2015 
 
Decision; On the basis of the aforementioned result, the null hypothesis was rejected and this 
implies that academic staff in public universities are different from those in private 
universities in terms of their levels of productivity (t-value = -2.39, P-value =.019).  
 
Hypothesis Three 
H03: Conflict management strategies do not have a significant effect on academic staff 
productivity.  
 
Ha3: Conflict management strategies have a significant effect on academic staff productivity.   
 
Multiple Regressions 
The model summary Table 4.16a showed how much of the variance in the dependent variable 
(productivity) is explained by the model. In this case the R square is .076. If expressed by a 
percentage, it will be 7.6%. This means that our model explained 7.6% of the variance in 
productivity. 
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Table 4.16a: Model Summary Showing the Effect of Conflict Management Strategies on 
Staff Productivity 
Model Summary 
Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .275a .076 .061 .33558 
a. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoidance 
Source: Field Survey, 2015 
 
The ANOVA Table 4.1b showed that in all, compromising, obliging, dominating, integrating 
and avoiding strategies contribute significantly (F =5.032, p-value < 0.0001). Therefore, the 
null hypothesis was rejected and this concluded the fact that conflict management strategy is 
a significant predictor of productivity. 
 
Table 4.16b: ANOVA Showing the Effect of Conflict Management Strategies on Staff 
Productivity 
ANOVAa 
Model Sum of Squares Df Mean Square F Sig. 
1 
Regression 2.833 5 .567 5.032 .000b 
Residual 34.686 308 .113   
Total 37.519 313    
a. Dependent Variable: Productivity 
b. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding 
Source: Field Survey, 2015 
 
Table 4.16c revealed that there is a significant but negative association between integration 
strategy (β = -.223; t-value = -3.407; p-value = .001) and productivity. It was also discovered 
that obligation strategy (β = -.133; t-value = -2.052; p-value = .041) is significantly related to 
productivity. In addition, the association between domination strategy (β = .191; t-value = 
2.995; p-value = .003) and productivity is positive and significant. However, avoiding 
strategy (β = -.083; t-value = -1.257; p-value = .041) as well as compromising strategy (β = 
.1024; t-value = .362; p-value = .718) are not significantly related to productivity. 
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Table 4.16c: Coefficients Result Showing the Effect of Conflict Management Strategies 
on Staff Productivity 
Coefficientsa 
Model Unstandardized Coefficients Standardized 
Coefficients 
t Sig. 
B Std. Error Beta 
1 
(Constant) 2.323 .108  21.464 .000 
Integrating -.102 .030 -.223 -3.407 .001 
Obliging -.070 .034 -.133 -2.052 .041 
Dominating .102 .034 .191 2.995 .003 
Avoiding -.039 .031 -.083 -1.257 .210 
Compromising .011 .030 .024 .362 .718 
a. Dependent Variable: Productivity 
Source: Field Survey, 2015 
 
Decision; hence, the null hypothesis was rejected. The implication of this result is that there 
is a significant relationship between conflict management strategies and academic staff 
productivity. 
 
Hypothesis Four 
H04: The University ownership structure does not moderate the effect of conflict management 
strategies on productivity. 
 
Ha4: The University ownership structure moderates the effect of conflict management 
strategies on productivity. 
 
Hierarchical Multiple Regression 
 
The model summary Table 4.17a showed how much of the variance in the dependent variable 
(productivity) is explained by the models. However, in order to ascertain the moderating 
effect of university category on the relationship between conflict management strategies and 
productivity, the third model was considered.  In the third model, the R square is .079. If 
expressed by a percentage, it will be 7.9%. This means that the third model explained 7.9% of 
the variance in productivity. It can also be seen from the table that the F change is 0.259 at P- 
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value of 0.935. 
 
 
 
Table 4.17a: Model Summary Showing the Moderating Effect on Conflict Management 
Strategies and Academic Staff Productivity 
Model Summaryd 
Model R R 
Square 
Adjusted 
R Square 
Std. Error 
of the 
Estimate 
Change Statistics Durbin-
Watson R Square 
Change 
F Change df1 df2 Sig. F 
Change 
1 .275a .076 .061 .33558 .076 5.032 5 308 .000  
2 .275b .076 .057 .33613 .000 .003 1 307 .957  
3 .282c .079 .046 .33818 .004 .259 5 302 .935 1.820 
a. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoidance 
b. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoidance,  
Type of University 
c. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoidance, 
d.Type of University, oblg@cat, comp@cat, dom@cat, int@cat, avd@cat 
d. Dependent Variable: Productivity 
Source: Field Survey, 2015 
 
The ANOVA Table 4.17b showed that the compromising, obliging, dominating, integration 
and avoiding strategies as well as their interactions with university category make significant 
contributions to productivity (F =2.370, p-value <0.008). The moderating model is 
significant. 
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Table 4.17b: ANOVA Showing the Moderating Effect on Conflict Management 
Strategies and Academic Staff Productivity 
ANOVAa 
Model Sum of Squares Df Mean Square F Sig. 
1 
Regression 2.833 5 .567 5.032 .000b 
Residual 34.686 308 .113   
Total 37.519 313    
2 
Regression 2.834 6 .472 4.180 .000c 
Residual 34.686 307 .113   
Total 37.519 313    
3 
Regression 2.982 11 .271 2.370 .008d 
Residual 34.538 302 .114   
Total 37.519 313    
a. Dependent Variable: Productivity 
b. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding 
c. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding, 
 Type of University 
d. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding,                  Type 
of University, oblg@cat, comp@cat, dom@cat, int@cat, avd@cat 
Source: Field Survey, 2015 
 
Table 4.17c revealed that there was no significant association between integrating strategy at 
university category (β = -0.210; t-value = -.469; p-value = .639) and productivity. It was also 
discovered that obliging strategy at university category (β =.-0.260; t-value = 0.639; p-value 
= 0.523) was not significantly related to productivity. Dominating strategy at university 
category (β =.-0.129; t-value = -0.303; p-value = 0.762) has a negative and an insignificant 
association with productivity. Moreover, an interaction between avoiding strategy and 
university category was negatively related to productivity (β = -.004; t-value = -0.009; p-
value = 0.993). In addition, the association between compromising strategy at ownership (β = 
-0.013; t-value = -0.032; p-value = 0.975) and productivity is negative. 
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Table 4.17c: Coefficient Showing the Moderating Effect on Conflict Management 
Strategies and Academic Staff Productivity 
Coefficientsa 
Model  Unstandardized Coefficients Standardized 
Coefficients 
T Sig. 
B Std. Error Beta 
1 
(Constant) 2.323 .108  21.464 .000 
Integrating -.102 .030 -.223 -3.407 .001 
Obliging -.070 .034 -.133 -2.052 .041 
Dominating .102 .034 .191 2.995 .003 
Avoiding -.039 .031 -.083 -1.257 .210 
Compromising .011 .030 .024 .362 .718 
2 
(Constant) 2.327 .132  17.667 .000 
Integrating -.102 .031 -.224 -3.321 .001 
Obliging -.070 .035 -.134 -2.021 .044 
Dominating .102 .035 .192 2.895 .004 
Avoiding -.039 .031 -.084 -1.256 .210 
Compromising .011 .030 .024 .364 .716 
Type of University -.003 .059 -.003 -.054 .957 
3 
(Constant) 2.305 .646  3.569 .000 
Integrating -.021 .170 -.046 -.123 .902 
Obliging -.165 .145 -.314 -1.137 .256 
Dominating .139 .128 .262 1.084 .279 
Avoiding -.043 .140 -.092 -.305 .761 
Compromising .015 .140 .032 .105 .916 
Type of University .044 .614 .044 .072 .943 
int@cat -.076 .161 -.210 -.469 .639 
oblg@cat .083 .130 .260 .639 .523 
dom@cat -.033 .110 -.129 -.303 .762 
avd@cat -.001 .128 -.004 -.009 .993 
comp@cat -.004 .129 -.013 -.032 .975 
a. Dependent Variable: Productivity 
Source: Field Survey, 2015 
 
Decision; since the moderating model is significant, ownership moderates the effect of 
conflict management strategy on productivity. In other words, there is a significant difference 
between the public and the private universities as regards the relationship between conflict 
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management strategy and productivity. 
 
In order to confirm the results above, further analysis was carried out to examine the effect of 
conflict management strategies on productivity in each of the categories of university. 
 
The model summary Table 4.18a showed how much of the variance in the dependent variable 
(productivity) is explained by the model.  The model R square is .070 meaning that the model 
explains 7.0% of the variance in productivity. 
 
Table 4.18a: Conflict management Strategies and Productivity in Public Universities 
Model Summarya 
Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .264b .070 .052 .35212 
a. Type of University = public university 
b. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding 
Source: Field Survey, 2015 
 
The ANOVA Table 4.18b showed that the compromising, obliging, dominating, integrating 
and avoiding strategies made significant contributions to productivity. (F =3.962, p-value < 
0.002). 
 
Table 4.18b: ANOVA of Conflict Management Strategies and Productivity in Public 
Universities 
ANOVAa,b 
Model Sum of Squares Df Mean Square F Sig. 
1 
Regression 2.456 5 .491 3.962 .002c 
Residual 32.858 265 .124   
Total 35.314 270    
a. Type of University = public university 
b. Dependent Variable: Productivity 
c. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding 
Source: Field Survey, 2015 
 
 
Table 4.18c revealed that there is a significant but negative association between integrating 
strategy (β = -.212; t-value = -2.886; p-value = .004) and productivity. It was also discovered 
that obligating strategy (β = -.147; t-value = -2.120; p-value = .035) was significantly related 
to productivity. In addition, the association between dominating strategy (β = .194; t-value = 
2.672; p-value = .008) and productivity was positive and significant. However, avoiding 
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strategy (β = -.091; t-value = -1.283; p-value = .201) as well as compromising strategy (β = 
.023; t-value = .328; p-value = .743) were not significantly related to productivity.  
The implication of this result is that conflict management strategies have a significant effect 
on academic staff productivity in public universities. 
Table 4.18c: Coefficient of Conflict Management Strategies and Productivity in Public 
Universities 
Coefficientsa,b 
Model Unstandardized Coefficients Standardized 
Coefficients 
T Sig. 
B Std. Error Beta 
1 
(Constant) 2.349 .120  19.648 .000 
Integrating -.097 .033 -.212 -2.886 .004 
Obliging -.082 .039 -.147 -2.120 .035 
Dominating .106 .040 .194 2.672 .008 
Avoiding -.044 .034 -.091 -1.283 .201 
Compromising .011 .032 .023 .328 .743 
a. Type of University = public university 
b. Dependent Variable: Productivity 
Source: Field Survey, 2015 
 
The model summary Table 4.19a indicated how much of the variance in the dependent 
variable (productivity) is explained by the model.  The model R square is .119. This means 
that the model explained 11.9% of the variance in productivity. 
 
Table 4.19a: Model of Conflict Management Strategies and Productivity in Private 
Universities 
Model Summarya 
Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .345b .119 .000 .21307 
a. Type of University = Private University 
b. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding 
Source: Field Survey, 2015 
 
The ANOVA Table 4.19b implied that the compromising, obliging, dominating, integrating 
and avoiding strategies contributions to productivity are insignificant. (F = .999, p-value < 
0.432). 
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Table 4.19b: ANOVA of Conflict Management Strategies and Productivity in Private 
Universities 
ANOVAa,b 
Model Sum of Squares Df Mean Square F Sig. 
1 
Regression .227 5 .045 .999 .432c 
Residual 1.680 37 .045   
Total 1.907 42    
a. Type of University = Private University 
b. Dependent Variable: Productivity 
c. Predictors: (Constant), Compromising, Obliging, Dominating, Integrating, Avoiding 
Source: Field Survey, 2015 
 
Table 4.19c revealed that there was a significant but negative association between integrating 
strategy (β = -.308; t-value = -1.732; p-value = .092) and productivity. It was also discovered 
that obligating strategy (β = -.004; t-value = .017; p-value = .987) was significantly related to 
productivity. In addition, the association between dominating strategy (β = .184; t-value = 
1.111; p-value = .274) and productivity was positive and significant. However, avoiding 
strategy (β = -.146; t-value = -.576; p-value = .568) as well as compromising strategy (β = 
.014; t-value = .083; p-value = .934) were not significantly related to productivity. 
 
Table 4.19c: Coefficient of Conflict Management Strategies and Productivity in Private 
Universities 
Coefficientsa,b 
Model Unstandardized Coefficients Standardized 
Coefficients 
T Sig. 
B Std. Error Beta 
1 
(Constant) 2.393 .380  6.293 .000 
Integrating -.172 .099 -.308 -1.732 .092 
Obliging .001 .079 .004 .017 .987 
Dominating .072 .065 .184 1.111 .274 
Avoiding -.045 .078 -.146 -.576 .568 
Compromising .007 .079 .014 .083 .934 
a. Type of University = Private University 
b. Dependent Variable: Productivity 
Source: Field Survey, 2015 
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The implication of this result is that conflict management strategies have no significant effect 
on academic staff productivity in private universities but has significant effect when the result 
of the two types of university were added. Therefore, the null hypothesis was rejected.  
4.6 Analysis of Conducted Interviews 
 
Apart from the questionnaire instrument, oral in-depth interviews using structured questions 
were conducted and they focused on officers from the Federal Ministry of Labour & 
Productivity and National Universities Commission (NUC) representing the Federal 
Government of Nigeria, ASUU representatives from the public universities; academic and 
management staff from the private universities. The information provided was considered 
necessary for the study as the interviews offered useful insights into the strategies adopted by 
these sets of persons in managing conflicts in both the public and private universities. The 
basic objective of the interviews was to identify the difference between conflict management 
strategies adopted by the Nigerian government and ASUU in Nigerian public universities and 
academic staff and management in private universities and the effect of these choices of 
conflict management strategies on the productivity of the academic staff in these universities. 
To achieve this objective, participants representing the government were asked a total of 
eight questions while ten questions were asked participants from the public and private 
universities and the management of private universities. 
 
Interview questions 1-7 were based on Rahim Organisational Conflict Inventory (ROCI-II). 
Questions 1, 3, and 4 represented the integrating style. Questions 2 adopted the obliging style. 
Questions 5 and 8 represented the dominating style. Question 6 was based on the avoiding 
style. And question 7 was the compromising style. Questions 8, 9, and 10 were based on the 
productivity of the academic staff. A summary of the questions and responses is presented 
below. 
 
4.6.1 Analysis Interviews conducted with Government Official. 
 
The analysis of the responses from the officials was done in mutual correlation, one to 
another. 
 
Question 1: How do you think government clarifies issues with ASUU to find acceptable 
solutions during conflict situations? 
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Response: In their responses to the above question on clarifying issues with ASUU to find 
acceptable solutions during conflict situations, the government officials interviewed all 
agreed that whenever there was an issue between ASUU and the government, the government 
created a forum for the two parties to discuss and negotiate before arriving at a possible 
agreement for the good of both parties. Moreover, there was never a time that the universities 
were neglected because at every point in time that ASUU made demands, it was aware that 
there were other sectors that equally needed the attention of the government’s resources as 
well. 
Question 2: In what ways do you think the government tries to satisfy the needs of ASUU 
during conflict? 
Response: In their responses to “satisfying the needs of ASUU during conflict” they opined 
that, anytime there was disagreement between the government and ASUU, the former, being 
the proprietor of the universities would set up pre-arbitration committee/forum for example, 
the National Economic Empowerment and Development Strategy (NEEDS) to look into the 
causes of the disagreement and come up with possible solutions. It was in the process of 
addressing such disagreement that the government increased ASUU’s retirement age from 65 
to 70.    
Question 3: In what ways do you think that the government tries to integrate its ideas with 
those of ASUU to come up with a consensus decision during negotiations? 
Response: On the above question, the government officers stated that the government had 
always embraced dialogue in trying to arrive at a consensus with ASUU in order to address 
the issue to the satisfaction of both parties. And that at a time, the government had to set up 
an implementation monitoring committee made up of five ASUU members, four government 
agencies, and other stakeholders in the operating system, the purpose of which was to look 
into the agreement between the Federal Government and ASUU and find possible ways of 
moving the universities forward. 
Question 4: In what situation do you think the government tries to work with ASUU to find 
solutions to problems which will satisfy its expectations? 
Response: According to them, the government in working with ASUU to find acceptable 
solutions which will satisfy its expectations had to set up committees like the NEEDS and 
others, whose terms of reference included  holding meetings with ASUU and finding 
solutions to resolving the problems  faced by the universities. They, however, stated that 
though the government is doing its best to address whatever problems are facing the higher 
institutions, ASUU considers the effort of the government too slow in meeting its demands.  
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Question 5: What are the roles of government agencies like NUC, Ministry of Education, and 
Ministry of Labour and Productivity in getting the position of the government accepted? 
Response: On the above questions, they asserted that government agencies at different levels 
have their primary responsibility of ensuring that everything goes well within their areas of 
primary assignment and that they do their jobs efficiently. And in doing this, they are 
considered to play a coordinating role in ensuring industrial harmony in the country. They 
further asserted that after negotiating with ASUU whenever they declare trade dispute, they 
go back to advise the government on what to do to resolve the dispute. The whole essence of 
doing this is to make Nigerian universities better.  
Question 6: What are the situations that can make government to prefer staying away from 
disagreement with ASUU? 
Response: The response was that at the negotiating table, there was need for sincerity but 
often times the demands of ASUU were quite high, and this will make the government to 
initially disagree but after much pressure especially when the union embarks on a strike, the 
government would accede to the union’s request even when it knows that it cannot meet up 
with such demands. According to them, at the negotiating table, the government should be 
sincere and let ASUU know what it could conveniently do and keep to it because the general 
public would naturally want any agreement reached by both parties to be implemented. They 
further suggested that the government at the negotiating table, should be sincere and let 
ASUU know the demands it cannot meet.  
Question 7: In what situations do you think government usually prefers "give and take" 
strategies so that a compromise can be reached? 
Response: In answering the above question, the officials stated that when the government 
and ASUU are negotiating, and ASUU was willing to make some compromise as regards its 
demands, then obviously the government too would be much willing to adjust its earlier 
position in order to meet some of the very pressing needs of the Union. 
Question 8: How will you describe the effects of government’s choice of conflict management 
strategies on the capacity of ASUU members to be productive in line with the core 
University’s objectives of teaching, research, and community development? 
Response: The officials opined that the government uses its regulatory bodies with different 
strategies to ensure that ASUU was productive. That it does this by ensuring that the 
universities were fit for accreditation and good standards are maintained. To accomplish this, 
conditions of service of the academic staff are met, though this usually leads to further 
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negotiation. Essentially, they maintained that the government’s choice of negotiation was fair 
and transparent enough to ensure that the academic staff were productive and the universities 
up to global standards. 
4.6.2 Analysis of Interviews conducted with Representatives of ASUU 
 
Question 1: How do you clarify issues with government officials to find a solution acceptable 
to ASUU during conflict situations? 
Response: The responses indicated that issues between the government and the union were 
clarified through dialogue because according to them, no government official would like 
confrontation. Through dialogue, points could be marshalled out and the government would 
be able to understand clearly the demands of the union. The union officials suggested that 
timely and consistent review of education policies would go a long way in enhancing the 
university structure. 
Question 2: In what ways do you think ASUU tries to satisfy the needs of the government 
during conflict? 
Response: According to the union officials, the first role of ASUU members was not to 
satisfy the needs of the government but to satisfy the needs of the general public by giving 
viable, enduring education to the students and by doing that, they would be able to justify 
their being members of the Nigerian University System. Furthermore, since the government 
would not want to meet all the demands the union was presenting to it, there was no reason 
why the union should satisfy the needs of the government rather, the union should inform the 
government of its need and how these needs would equip the students to be better citizens 
and be able to contribute to national and societal development. Again, they asserted that since 
ASUU had been attending meetings and negotiating with government officials, it was ready 
to make sacrifices. Unfortunately, the government over the years had refused to fulfil its 
promises and this had affected tertiary education in the country. So, if government wanted to 
assist the educational sector, it should implement all the agreed terms. 
Question 3: In what ways do you think that ASUU tries to integrate members’ ideas with 
those of the government to come up with a consensus decision during negotiations? 
Response: The officials responded that ASUU was a large body and as such had to send 
representatives to meet with the government and after each meeting, the representatives 
usually give feedback to the other members who would then make some deliberations and 
send the representatives back to inform the government of the members decision. In doing 
this, all the members are involved in the decision making.  
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Question 4: In what situation do you think ASUU tries to work with the government to find 
solutions to problems which will satisfy members’ expectations? 
Response: They responded that ASUU is not averse to working with the government to 
arrive at a compromise. They concluded that government tries to satisfy the demands of the 
union sometimes by making provisions for funds for scholarships and conferences at the local 
and international level in order to enrich the union members so that they in turn would be 
able to impact the knowledge gained on the students. And the Trust Fund being championed 
by the national government to fund universities was also part of the financial commitment of 
the Federal Government to the universities though the Fund was inadequate to meet the 
United Nation’s standard of funding Nigerian universities.  
Question 5: What are the roles of individual ASUU members to get the position of the Union 
accepted? 
Response: The union officials explained that essentially, the role of individual member of the 
union was to cooperate with the union’s executives to carry out their duties effectively. The 
members too were willing to fulfil their obligations to the union by attending meetings and 
making useful contributions to discussions during meetings. And this goes a long way in 
encouraging the union officials. One of the officials interviewed made reference to the last 
union strike which he said confirmed the fact that the members supported the national 
executives in their struggle to continue negotiation with the government on ways to fund 
Nigerian universities. Prof Iyayi of the University of Benin was on his way to one of such 
meetings when he had a fatal motor accident and lost his life. Also, members in all the 
universities do not usually fold their arms during strike, but go out to meet traditional rulers 
in their domain and hold protests in their  local chapters to convince the government on the 
need to address some of the pressing problems in the universities. 
Question 6: What are the situations that can make ASUU to prefer staying away from 
disagreement with the government? 
Response: The officials stated that the only solution that could make ASUU stay away from 
disagreeing with the government was for the government to be open and trustworthy in 
dealing with it, and implement all the agreements reached. It was further explained that if 
ASUU fulfilled its part of the agreement by calling off the strike, the government had the 
responsibility of implementing its own decision. If this was done, it would likely prevent any 
disagreement between ASUU and the government on the problems faced in Nigerian 
universities. 
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Question 7: In what situations do you think ASUU usually prefers "give and take" strategy so 
that a compromise can be made? 
Response: It was explained that ASUU is ready for a “give and take” and that was what it 
had been clamouring for. That it was not asking for all the money to renovate all the facilities 
in Nigerian universities at once, but a gradual release of fund for rebranding Nigerian 
universities facility and infrastructures. So, ASUU was ready to adopt a give and take 
strategy which will include reaching a compromise with the government on how 
infrastructures needed to be rebranded in Nigerian universities. However, in the aspect of 
salaries and allowances, it was not going to reach any compromise with the government as it 
involved the welfare of its members, therefore, it was not negotiable. 
Question 8: How would you describe the effects of ASUU’s choice of conflict management 
strategies on the capacity of members to conduct research? 
Response: It was reinstated that, that was one of the demands ASUU was making of the 
Government. A release of funds for its members so they could conduct research and 
undertake their Ph.D programmes as there was a shortage of academic staff with Ph.Ds in 
Nigerian universities. The only way to remedy the situation was for the government to release 
funds to encourage the members of ASUU to conduct research both internationally and 
nationally. And also equip the university’s laboratories. ASUU’s choice of conflict 
management strategy, therefore, was aimed at empowering its members to becoming world 
class academics, and the only conflict management method adopted in this respect was the 
use of force to get the government to accede to its demands. 
Question 9: How will you describe the effects of ASUU’s choice of conflict management 
strategies on the capacity of members to publish in both international and national journals? 
Response: The effect, according to them was considerably logical, far reaching and 
reasonably substantial. Looking at ASUU and the issue of strike in Nigeria, they asserted that 
the government had been insincere with ASUU in terms of implementing agreements reached 
with it and that in most cases, ASUU embarked on strike as a result of the government not 
fulfilling the promises and agreement reached with it. So the choice of a conflict management 
strategy that ASUU has employed over time could be described as something that was logical 
in view of the circumstances facing it. They further posited that before embarking on any 
strike action, ASUU usually notifies all stake holders and prior to the time of the strike, 
would have explored all available avenues including meeting with the media and having 
consultation with stakeholders. Even though its members  are usually given adequate time to 
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prepare but they are still affected as they might not be able to work hard as they would have 
done if there was no strike. 
Question 10: How will you describe the effect of ASUU’s choice of conflict management 
strategies on the capacity of members to carry out community development? 
Response: The officials concluded that ASUU had impacted community development both 
positively and negatively. Positively; in the sense that students of universities who do not 
have enough accommodation, rent houses outside the campuses thereby generating revenues 
for the landlords of those apartments. Some of the landlords, therefore, depend on students 
rent for financial survival. Same with all commercial outlets close to the universities. If 
ASUU goes on strike and these students are not in school, the community would suffer and 
this could affect community development. 
 
In summary, the questions and findings from the government officials and representatives of 
ASUU and their differences are highlighted in Table 4.20 
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Table 4.20: Conflict Management Strategies Adopted by Nigerian Government and 
ASUU in Nigerian Public Universities and the Effect on the Staff Productivity 
Conflict 
Management 
Strategies 
Nigerian 
Government 
Academic Staff 
Union of 
Universities 
(ASUU) 
Commonality/ 
Difference 
Academic Staff 
Productivity 
Commonality/
Difference 
Integrating Openness, dialogue 
and multi-
dimensional 
approach in 
industrial relations 
Dialogue and 
persuasion 
The two 
parties seem to 
be similar in 
their adoption 
of integrating 
strategy. 
Government 
ensures that 
ASUU is 
productive by 
making the 
universities fit 
for accreditation, 
and by ensuring 
that standards are 
met and 
condition of 
service improved 
for academic 
staff. 
 
The two parties 
differ on their 
acceptance of 
their conflict 
management 
strategies and 
the impact on 
academic staff 
productivity 
Obliging NEEDS Assessment 
i.e., only pressing 
needs will be 
accommodated 
Example of obliging 
strategy is the 
change of retirement 
age from 65 to 70 
years of age. 
ASUU may not 
satisfy the needs 
of the government 
because most 
times 
government’s 
needs are not to 
the advantage of 
the students and 
other 
stakeholders. 
The two 
parties rarely 
agreed on 
same strategy 
but 
government 
seems to be 
adopting the 
obliging 
strategy more 
than ASUU 
ASUU‘s strategy 
of conflict 
management 
affects the 
productivity of 
staff 
 
Dominating Non-payment of 
staff salaries, 
sanction of 
academic staff e.g. 
sack on rare 
occasions 
Industrial action The two 
parties adopt 
the dominating 
strategy but 
ASUU adopts 
it more than 
the 
government 
  
Avoiding Not usually adopted 
but may be passing 
the buck on very 
rare occasions e.g., 
when ASUU’s 
demand is 
externally induced 
ASUU considers 
it inappropriate to 
avoid conflict 
when the issue at 
hand bothers on 
quality education 
that is the key to 
national 
development 
government 
seems to have 
a higher 
tendency of 
avoiding 
conflict than 
ASUU 
  
Compromisin
g 
Embarking on 
negotiation in order 
to reach a 
ASUU agreed 
with government 
to grant their 
 The extent to 
which ASUU 
is ready to 
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compromise on any 
issue raised by 
ASUU 
requests 
gradually. 
ASUU’s 
agreement to 70-
30 payment of 
salary ratio 
between 
university 
management and 
some state 
Government is 
also another 
example. 
adopt 
compromising 
strategy seems 
to be less than 
that of the 
government. 
According to 
ASUU, 
government is 
yet to comply 
with 
UNESCO’s 
recommendati
on of 26% of 
nation’s 
budget for  
education 
Source: Field Survey, 2015 
 
From the summary of the findings in Table 4.20, it can be deduced that there are differences 
between conflict management strategies adopted by the Nigerian government and ASUU in 
Nigerian public universities and the impact of these strategies on the productivity of the staff. 
 
4.6.3 Analysis of Interviews conducted with Academic Staff in Private 
Universities 
Question 1: How do you clarify issues with the management to find acceptable solutions 
during conflict situations? 
 
Response: The academic staff responded that in the private universities there was no 
unionism but a laid down procedure to put across any grievance or misunderstanding that 
academic staff have with the university management. If there was anything to sort out with 
the university management, it was on individual basis, meaning that if there was any issue to 
resolve, it was done through dialogue. There could not be a protest or strike even though 
issues could not always be resolved on the spot. 
Question 2: In what ways do you try to satisfy the needs of management during a conflict? 
Response: On the above question, the staff responded that the major way the university 
management’s needs were satisfied was to make sure that grievances were channeled through 
the laid down system and to one carry out one’s assignment irrespective of the grievance or 
conflict. In situations where this failed, informal methods were used to get the university 
management to explain the situation of things so that at the end the aggrieved party does not 
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look confrontational. But where there were discrepancies, the aggrieved party could rely on 
the university’s policy. The discrepancies would sometimes be in the “how” and not 
necessarily the “what” of doing things. So, the aggrieved party kept pressing on the issue 
until the university management sees his or her view. They further opined that the staff 
usually do what the university management ask them to do as they, the university 
management represent the employer or proprietor’s interest. 
Question 3: In what ways do you try to integrate your ideas with those of management to 
come up with a decision during resolutions? 
Response: In respond to the question of “what ways do you try to integrate your ideas with 
those of management to come up with a decision during resolutions”, the interviewed 
academic staff opined that suggestions and dialogue were some of the tools that the staff  use 
to resolve conflicts with the university management.  
Question 4: In what situation do you think you can try to work with the management to find 
solutions to problems which will satisfy your expectations? 
Response: They explained that the situation under which they try to work with the university 
management in order to find solutions to problems which will satisfy their expectations was 
clearly stated in the staff conditions of service. This could also be done by meeting the 
demand of the university management by ensuring that quality researches were being carried 
out that would benefit the students and enhance the wellbeing of the university. When this 
was done, the university management would be willing to satisfy whatever expectation that 
was presented to it. 
Question 5: When there is a conflict, what role do you play to get the position of management 
accepted? 
Response: The staff opined that the university management could at times not be right in 
their decision, because they might not have adequate information at a particular point in time. 
In view of this, opinions were made known to them and if the intention behind a particular 
point was well conveyed, the academic staff were likely to understand and convince or 
encourage other colleagues to accept management’s position and embrace positive 
management decisions for their own good.  
Question 6: What are the situations that can make you prefer staying away from 
disagreement with the management? 
Response: In reply to the above question, the staff opined that naturally, they would not want 
to have disagreement with the university management, particularly when it has to do with 
things that were documented and have been generally accepted by other members of staff.  So 
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they try as much as possible not to have a conflict in that respect because according to them, 
they know they may be fighting a lost battle since the university management had the final 
say. So, if the argument persists, they had no choice than to bow to its option. 
Question 7: In what situations do you usually prefer "give and take" strategy so that a 
compromise can be made? 
Response: The staff opined they were in a private university, they are usually asked to resign 
if they were not satisfied with the way things were going and they do not have other options 
than to accept whatever they were offered. However, if they feel strongly about any issue, 
they could keep trying to convince the university management to see their point of view, but 
in the process might have to give up or compromise on some earlier position. Again, they 
asserted that it was difficult for them to hand twist the university management because they 
want it to bend the rules of the university. The university sets the rules and expects all the 
staff to run with them thereby setting the boundaries so as not to give opportunities for 
cutting corners. They further went on to explain that they had to sometimes encourage their 
colleagues and even on some occasions had to give up certain demands in order for the 
university to move forward. However, the university management also encourages staff in 
their own little ways whenever such need arose. The staff in return show their appreciation 
through hard work and more commitment. 
Question 8: How will you describe the effects of management’s choice of conflict 
management strategies on your capacity to conduct research? 
Response: The staff stated that even though the grievance resolution process was a long one 
which actually ought not to be, they also discovered that it usually takes time before decisions 
were arrived at and this invariably affects them in carrying out their researches. Also, apart 
from the time frame it takes for decision to be reached, they believed that the university 
management could do more for them by employing more staff in order to reduce the amount 
of work the academic staff are expected to do as this will give them more time to carry out 
research. They added that the environment also matters because environment that allows 
them to air their views on matters makes them freer to do things. But the fact still remains 
that the university management had always been supportive when it came to the issue of 
research. They agreed that the university management encourages them by giving them 
financial, moral support and where necessary, days off from work to enable them travel to 
carry out their field work. 
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Question 9: How will you describe the effects of management’s choice of conflict 
management strategies on the capacity of academic staff to publish in both international and 
national journals? 
Response: They asserted that as they had earlier opined, that the university management 
wanted the academic staff to improve and add more value to the organisation, and one of the 
ways it does that was to encourage the staff to conduct researches. The staff go out, see 
problems that people are facing and come back to see how the problems could be resolved 
through research. According to them, the university management made it mandatory for them 
to publish at least two or three papers a year in reputable journals and they accepted it 
because the university was willing to support this financially. 
Question 10: How will you describe the effect of management’s choice of conflict 
management strategies on the capacity of academic staff to carry out community 
development? 
Response: They explained that the language of resolving conflict between aggrieved parties 
was dialogue. That when parties are willing to talk things over, it reduces the number of man 
hours wasted but if one of the parties decides to embark on sit-out or lock-up, it will ground 
operations and both the university management and the aggrieved party would suffer. And 
this invariably will affect productive research and community development because of the 
number of hours that would be lost which would have been devoted to community 
development. 
 
4.6.4 Analysis of Interviews conducted with Management Staff of Private 
Universities 
Question1: How do you clarify issues with academic staff in the university to find acceptable 
solutions during conflict situations? 
Response: The management staff responded that they try as much as possible to make 
conditions of service known to any prospective staff before he or she is employed in order to 
reduce future occurrence of conflicts. These conditions of service operations were usually 
discussed before the persons are employed so it becomes their choice whether to accept the 
employment or not. However, if they decide to accept the employment, they are made to sign 
that they would comply with the stated conditions. So, if the university management had any 
feeling that a prospective staff would likely have conflict with the university in future and it 
would be serious, such a person might not likely be employed. The university would want to 
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employ people it feels can fit into its culture and accept its conditions of service because this 
is the area that parties normally have conflict. At the entry point, the university management 
tries as much as possible to guard against anything that will result into conflict with the 
university in future.  And the university staff policy on conditions of service makes adequate 
provision on procedure for handling staff grievances, though it is the university management 
that takes the final decision. 
Question 2: In what ways do you think management tries to satisfy the needs of the academic 
staff during conflict? 
Response: On the question “in what ways do you think management tries to satisfy the needs 
of the academic staff during conflict”, the management staff opined that there was the 
university staff policy handbook which every staff has and which states the procedure for 
handling conflict. If it was discovered that the university management was at fault, an 
apology letter would be written to the staff involved. Moreover, the university management 
always had interactive sessions with the staff. During these meetings, information is 
disseminated to staff and this reduces incidences of conflict in the university as the staff are 
made to participate in decision making. 
Question 3: In what ways do you think that management tries to integrate its ideas with those 
of the Academic staff to come up with acceptable decisions during conflict resolutions? 
Response: They responded that the university management tries regularly to harness ideas 
and information made during conflict resolutions and formulates such into policies after 
ensuring that all affected parties were represented. 
Question 4: In what situation do you think management tries to work with the academic staff 
to find solutions to problems which will satisfy the staff’s expectations? 
Response: In answer to the above question, the university management replied that when it is 
brought to their knowledge that the university’s policies are the causes of the conflicts, they 
make amendment to the policies. But if it was as a result of an act or omission, it was brought 
before the Administration and immediately investigation would be carried out to ascertain the 
cause. Trust-worthy people who are not bias in their judgment are chosen to carry out the 
investigation and one can be rest assured that they will give correct reports. In instances, 
where a staff was denied promotion, and it was discovered by the university management to 
be an error, such an error is rectified and the promotion back-dated so that the academic staff 
will be rightly positioned. 
Question 5: What are the roles of individual management team members to get the position 
of the University accepted? 
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Response: They responded that each management staff represents his or her department 
during management meetings since it was not possible to have all the academic staff in such 
meetings. Thereafter, the management staff goes back to intimate members of his or her 
department on decisions reached at such meetings and where necessary, gives a feedback 
from his or her department to the university management. So, after an idea had been sold and 
bought, the university management staff was expected to make “convert” of staff in his or her 
department. 
Question 6: What are the situations that can make management to prefer staying away from 
disagreement with the academic staff? 
Response: They responded that the university management could not afford to stay away 
from issues that affect the academic staff or issues that the academic staff consider important 
because they have their interest at heart and moreover, if such issues were not properly 
addressed, they were likely to re-occur even in a bigger way. According to them, any 
reasonable administration would not want to look the other way or try to ignore issues that 
are considered very important to the academic staff. In this regard, the university 
management try as much as possible to let people see the reasons behind whatever decisions 
they take by communicating information as at when due. They also asserted that because they 
are in an academic environment where all the staff are adults, they try as much as they could 
to make the staff comfortable so that they could have job satisfaction because it is when they 
are satisfied with their job that the university could get the best out of them.  
Question 7: In what situations do you think management usually prefers "give and take" 
strategy so that a compromise can be made? 
Response: They responded to the above question by saying that this was always done during 
negotiations because it was not always a win-win situation but must be done in such a way 
that nobody feels cheated at the end of the day. Though in every negotiation situation, 
everybody likes to win, but the truth is that one cannot always win. So one would have to 
look for ways to negotiate and essentially, where there were two parties with various interests 
and if one party were to get all his demands met, it follows that the other party’s demand 
would not be met. To avoid conflict, there was the need to meet at a middle point to ensure 
that some demands of each party are met. They consider this a better option because it leads 
to better resolution of conflict if both parties needs are equally met. 
Question 8: How will you describe the effects of management’s choice of conflict 
management strategies on the capacity of staff to conduct research? 
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Response: They opined that this could be done by deduction because when a university 
management staff is in a negotiation where academic staff have issues and after the 
negotiation, the staff do not get any of their point resolved, this could lead to distraction, low 
morale, and lack of interest in carrying out their assignment in the university. Academic staff 
in the university are considered to have three major responsibilities, namely, teaching, 
research and community service. So, if they are not happy, those assignments were bound to 
suffer neglect. They noted that there are mechanisms for getting issues resolved in order to 
ensure that staff were generally happy and able to focus on their work rather than on things 
that distract them from carrying out their duties. They went further to state that the 
institutions had mechanism in place for conflict resolution and this had had a positive impact 
in terms of academic staff’s ability to carry out their primary responsibilities. 
Question 9: How will you describe the effects of management’s choice of conflict 
management strategies on the capacity of staff to publish in both international and national 
journals? 
Response: In response to the question of “how will you describe the effects of management’s 
choice of conflict management strategies on the capacity of staff to publish in both 
international and national journals”, the university management staff responded that research 
publication was seen as very important in the university because without it, the academic 
staff cannot be promoted. Therefore, there was no excuse tenable for not publishing in 
journals. Furthermore, the university management considers capacity building and research 
publications as very necessary without which they believed that an academic staff was not 
giving the students the best intellectually. If after three years, an academic staff had not 
published in any reputable journal, the university management would write to such staff 
seeking an explanation as to the reason why such staff had not published. If the explanation 
indicts the university, the university would make adjustment but if not, then such a staff is 
advised to be up and doing otherwise, his or her appointment would be terminated. So, the 
issues of conflict and research have never been considered a problem owing to the effective 
conflict management strategy employed by the university. 
Question 10: How will you describe the effect of management’s choice of conflict 
management strategies on the capacity of staff to carry out community development? 
Response: In response to the above question, the university management asserted that there 
was nothing that would warrant any of their academic staff not to participate in community 
service. Because as soon as a person is employed by the university, he or she is expected to 
be a value added employee to the university meaning that the person is expected to offer 
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something in terms of his or her connection with reputable members of the society in order to 
add to the reputation and image of the university. As for the issue of conflict, they stated that 
there was no way there would not be conflict as some staff might feel that they were not well 
treated. But most times, when the university management explain its own view to such staff 
with facts and figures where necessary, then, there is change of attitude and such staff usually 
find themselves apologizing for not knowing the true state of things prior to that time. This 
usually resolves everything amicably. So, with regards to community service, both staff and 
external people are willing to support since they want to be associated with the university.  
 
The findings presented in the table below shows the summary of the result of interviews 
conducted for management of the selected private universities and some members of their 
academic staff. 
From Table 4.21, it can be deduced that all the five conflict management strategies were 
being adopted by the two parties in varying degrees depending on the nature of issues at 
hand. 
 
Table 4.21: Conflict Management Strategies Adopted by Management and Staff in 
Private Nigerian Universities 
Conflict 
Management 
Strategies 
Private 
universities’ 
Management 
Academic 
Staff  
Commonality/
Difference 
Academic Staff 
Productivity 
Commonality/Difference 
Integrating Laid down 
procedures and 
administrative 
committee that 
attend to issues 
of conflict 
raised by staff 
Willing and 
ready to listen 
and cooperate 
with the 
management 
if the issues 
at hand are 
properly 
clarified 
The academic 
staff seem to be 
ready to adopt 
integrating 
strategy more 
than the 
university 
management. 
Private 
universities 
support the 
productivity of 
their academic 
staff by providing 
incentives to 
enable them to be 
productive. The 
conflict 
management 
strategies adopted 
do not affect the 
productivity of the 
academic staff. 
 
 
The academic staff and 
management are 
unanimous in their 
acceptance of the fact 
that the university 
encourages staff to be 
productive and the 
conflict management 
strategies adopted by 
both do not affect the 
productivity of the 
academic staff. 
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Obliging Willing to 
oblige 
especially if the 
issue at hand 
bothers on the 
performance of 
the staff. 
The staff are 
complying 
with the 
terms of the 
school even 
though with 
grudges. 
The two parties 
are ready to 
oblige but the 
academic staff 
seems to be 
adopting the 
obliging 
strategy more 
than the 
management. 
  
Dominating Employs 
economic 
power to 
dominate the 
staff e.g. Non- 
payment of the 
staff’s salary, 
delay in 
promotion and 
outright sack of 
the lecturer. 
Staff union is 
never allowed. 
At the entry 
point, staff who 
may likely be 
difficult are not 
employed. Staff 
are made to 
sign some 
employment 
contract 
documents that 
authenticate 
their readiness 
to comply with 
the rules and 
regulations of 
the university. 
Total 
withdrawal of 
service or 
passive 
involvement 
in university 
activities 
The university 
management is 
much more 
dominating than 
the academic 
staff 
  
Avoiding Not usually 
adopted but 
may be adopted 
when the issue 
is considered 
unimportant. 
May decide 
to keep quiet 
until he/she 
secures 
employment 
in another 
university 
The staff seem 
to have a higher 
tendency of 
avoiding 
conflict more 
than the 
management 
  
Compromisin
g 
Rarely 
compromise 
unless what the 
university 
stands to gain 
or lose are 
properly 
clarified and 
articulated. 
Willing and 
ready to 
compromise 
 The extent to 
which the 
academic staff 
is adopting 
compromising 
strategy seems 
to be higher 
than that of the 
university 
management.  
  
Source: Field Survey, 2015 
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4.7    Discussion of Findings                                                                                       
As stated earlier, discussion in this study followed the hypotheses raised and tested and the 
discussions are presented below: 
 
Hypothesis One 
The first hypothesis which states that conflict management strategies adopted by academic 
staff in public universities are not significantly different from those adopted by academic 
staff in private universities was rejected. Although the t-test conducted revealed that the two 
categories of universities scored high in integrating, obliging and dominating strategies but 
they both had similar scores in integrating and compromising strategies. However, the p-
value revealed that both private and public universities were significantly different in terms 
of their adoption of integrating, obliging and dominating strategies of conflict management. 
Meanwhile, there was no significant difference regarding the adoption of avoiding and 
compromising strategies. This is consistent with the existing literature in human resource 
management. It is argued that the type of management approach embarked upon is a function 
of the situation at hand (Fielder, 1986; Vroom and Jago, 1995; House, 1996; Seyranian, 
2012). However, this negates the findings of Din, et al (2011) in their work on the 
investigation of conflict management in public and private sector universities, where they 
held that that faculty in public and private universities in Pakistan used integrating, 
compromising and avoiding styles simultaneously in case of conflict. And that there was no 
significant difference in the conflict management strategies adopted by the types of 
universities. 
 
The implication of these findings is better understood within the meaning and suggestions 
offered by Follett (1940). According to her, there are five ways of dealing with conflict and 
three primary styles to handle conflict: domination, compromise and integration; and two 
secondary styles: avoidance and suppression. By domination, she meant the victory of one 
party over the other conflicting party. In compromise style, each side gives up to 
accommodate other's concerns for reaching a solution. But she argued that people did not like 
to give up. In integrating style, parties want to reach such a solution which is desirable to all 
of them. She describes the integrating style as the best (Riaz, Zulkifal, Jamal, 2012). The 
findings of this study showed that the academic staff in Nigerian universities would not like 
to adopt the  integrating strategy even though it was considered the best by Tyosvold (2008) 
and Tong and Chen (2008). Even though the avoiding and dominating styles are considered 
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ineffective in conflict management (Rahim and Bonoma, 1979; Gross and Guerrero, 2000), 
the findings also revealed that the academic staff would rather adopt these strategies in 
managing their conflicts with management. 
 
Hypothesis Two 
Hypothesis 2; There is no significant difference in the level of academic staff productivity in 
public and private universities.  
 
The result of this hypothesis confirmed the fact there is a significant difference in the level of 
academic staff productivity in both public and private universities. Hence, the null hypothesis 
as earlier formulated, was rejected. 
 
According to existing literature, productivity is the measurement of the amount of time and 
effort staff spend working against the resultant output; if the resultant output reflects and 
compensates the inputs, the staff is said to be productive, thus it has a significant impact on 
an organisation’s revenue. When staff are productive, they achieve more within a specified 
time and this in turn leads to greater productivity for the organisation while staff’s 
unproductive behaviour can lead to the reverse as they take longer time to meet set targets 
which invariably cost more losses to the organisation in terms of resources (Sheahan, 2011). 
The findings in this study corroborated those of Ogunnaike (2014) who reported that there 
was a difference between private and public universities in terms of the quality of education 
delivered. 
 
Hypothesis Three 
Hypothesis 3; Conflict management strategies do not have a significant effect on academic 
staff’s productivity.  
 
The findings of this study indicated that conflict management strategies have a significant 
effect on academic staff’s productivity, again, rejecting the null hypothesis as originally 
formulated in this thesis. These findings supported the earlier findings of Nawab and Shafi 
(2011) who believed that conflict management has an effect on productivity. According to 
him, properly managed and controlled staff are said to be more productive. Staff productivity 
is defined as the rate at which goods or services are produced per unit of labour. It is also 
seen as a quantitative relationship between output and input (Iyaniwura and Osoba, 1983). 
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Hypothesis Four 
H04: The University ownership structure does not have a moderate effect on conflict 
management strategies and productivity. 
 
The findings of the study established the fact that conflict management strategies have a 
significant effect on productivity. However, while the moderating effect of ownership 
structure on the relationship between conflict management strategies and productivity could 
not be established, the efficiency of each of the strategies varies. This is in line with the 
findings of Chandler (1962) in his work on strategy and structure as well as Harris and 
Ruefli’s (2002) work on strategy/structure debate and examination of performance 
implications. 
 
4.7 Analysis of objectives of interviews conducted 
 
The first set of interviews conducted was to identify the difference between conflict 
management strategies adopted by the Nigerian government and ASUU in Nigerian public 
universities. 
 
On the issue that pertains to how government clarifies issues with ASUU to find acceptable 
solutions during conflict resolutions, one of the representatives of government agreed that the 
two parties should always respect agreements reached. In his words, “Once you respect an 
agreement, there tends to be relative peace in the system. When you are at the initial stage of 
constituting the negotiating team, there’s need for the two parties to have the mandate of their 
principals because if they don’t have the mandate of their principals, it might be difficult to 
implement any decisions reached at such meetings.” (Private Communication, 2014). 
 
He further explained that government was doing its best to satisfy the needs of ASUU. For 
instance, after much deliberations, government has finally approved ASUU members’ 
retirement age from 65 to 70 years and the non-teaching staff from 60 to 65 years. By this, 
government was trying to ensure that all the issues raised by ASUU were attended to, based 
on the recommendations of the National Economic Empowerment and Development Strategy 
(NEEDS) assessment of Nigerian public universities set up by the Federal Government. 
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ASUU executive members were also asked how ASUU clarified issues with the Federal 
Government. They believed that it was through good dialogue and persuasion that the 
government could see the essence of funding education. They further stressed that if they 
were confrontational, no government official would like that as they would see it as trying to 
force or coarse them but through dialogue, they would be able to marshal out their points 
effectively and the government, being a reasonable one, would see what they were trying to 
say. 
 
The second set of interviews conducted was to provide insights into the conflict management 
strategies adopted by management and academic staff in Nigerian private universities. 
In an interview conducted with the Coordinator of Post-graduate Studies in one of the private 
universities, he said that private universities have a laid down procedure in which the staff 
can put across any grievance or any misunderstanding that they have with the university’s 
management. He stated that in most cases, academic staff go through their Deans to the 
management to present their issues. In other words, staff followed the laid down procedure to 
get their issues clarified with the management of the university. The university has an 
administrative committee, apart from the council and the senate that attend to conflict issues. 
Most of the decisions taken by the committee are ratified at senate.  He further stated that 
although the different layers of decision making may seem to take a while, however, the 
essence is to ensure that they do not take much time before final decisions or solutions come 
up. And staff try to satisfy the needs of the university by following the laid down procedures 
to get their conflicts resolved thus ensuring that the conflict does not debar them from 
discharging their responsibilities. 
 
In private universities, there is nothing like group versus management kind of struggle i.e., if 
any staff has anything to sort out with the management, it is usually on individual basis. So, 
that means that if a staff has any issue to resolve, generally, it is mostly through dialogue. 
There cannot be protest, sit-out or sit-on, so majorly issues are resolved through dialogue 
(Private communication, 2013). 
 
According to the Deputy Director, Human Resources in one of the private universities, the 
management of the university tries as much as possible to make the conditions of service 
known to the academic staff before such a person is employed in order to reduce conflict. The 
conditions of service are discussed extensively with such an individual before the 
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employment so that he/she can decide whether to accept the conditions or not but once 
accepted, he/she is made to sign that he/she will comply with the stated conditions. Thus, at 
the entry point, the management guards against anything that will result into anticipated 
conflict.  
 
He further stated that the management of the university tries as much as possible to be fair to 
all academic staff as they give academic staff ample opportunities to state their grievances. 
Moreover, no academic staff can be dismissed without due process being followed as they 
operate a committee system, that is, different committees are set up to look into cases of staff 
misconduct as provided for in the university’s staff policy handbook which makes provision 
for various offences and their penalties before the university’s management sanctions such 
individuals. But if, on the other hand, it is discovered that the university is at fault, then a 
letter of apology is written by the university’s management to such a staff. 
 
However, according to the Director of Legal Services of the same university, the university 
has a committee that is called Employee Welfare and Disciplinary Committee which takes 
care of the welfare of the staff and institution and also takes care of disciplinary matters 
concerning staff. So, if there is any complaint or any concern about certain practices or 
policies of the institution or a particular staff, the aggrieved staff is expected to make a 
complaint to the Vice-Chancellor (VC). Complaints can be routed through the office of the 
legal services or through the normal administrative hierarchy, but at the end of the day, a 
committee will be set up to handle the matter.  
 
On the question of how the university management tries to integrate staff ideas with its own 
ideas to come up with a decision during conflict resolution, the director stated that the 
university has different fora. He opined that the VC frequently calls meetings of all staff and 
explains whatever he wants to discuss with them and then ask them for their opinions as well. 
And in such meetings called VC Forum, the staff are free to ask whatever questions that 
bother them, make comments/suggestions and the VC responds to all the questions and 
comments. 
 
In an interview conducted in another private university, the staff confirmed that they have an 
open door policy. According to them, the staff could walk up to the Head of Department 
(HOD) or to the Faculty Director and let them know what issues they had or could send an e-
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mail. The staff may go straight to them and explain what the issues are. And if there is room 
to investigate further, they do or if not, they respond immediately. Though it is not every time 
the issues can be resolved on the spot, it is an open door policy. However, the staff agreed 
that everything has already been spelt out in the employment contract. He further admitted 
that fighting against the employment contract could be a win-lose adventure in favour of the 
university management. 
 
Another interview was conducted for some academic staff in another university. The staff 
lamented that they were not allowed to have unions or representative bodies. According to 
one of the academic staff, “the management is there and we are just here as staff. When we 
have issues or disputes, we cannot come out boldly to fight for it or argue about it openly”. In 
other words, the management of the university adopts the dominating strategy in managing 
conflicts in the university. The only option the staff have is to make the issue known to their 
immediate boss, that is, the HOD who is a member of the University Senate. Another staff 
also buttressed the above statement by stating that, “dispute is something we keep among 
ourselves, it fights us and beats us down”.  
 
It was further discovered that the management of private universities use their economic 
power to dominate their staff during a conflict because staff are asked to resign if they cannot 
abide by their terms and conditions. 
 
However, it is interesting to note that private universities do not take lightly the productivity 
of their staff. They ensure that necessary equipment and materials are put in place to facilitate 
productivity. In the interviews conducted with academic staff of these universities, one of 
them said, “there is no how you will write an article in a  journal or a conference paper 
without putting the name of the university and that is why the management is all out to 
support publications and other research activities”.  
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CHAPTER FIVE 
 
SUMMARY AND CONCLUSION 
 
5.0 Introduction 
 
This chapter summarizes the findings of the study with the research objectives serving as a 
guide for the arrangement of the discussions. The conclusion is derived from the findings of 
the study. This chapter also contains the recommendations and suggestions for further 
studies. 
 
5.1 Summary 
 
Findings from this research were divided into two parts; namely, (i) Summary of findings 
from theoretical study and (ii) Summary of findings from empirical study. 
 
5.1.1 Summary of Findings from Theoretical Study 
 
For conflict management to be effective, Rahim (2002) identified the following need factors: 
Organisational learning and effectiveness, needs of stakeholders and ethics.  One of the 
effective ways of managing a conflict in an organisation is to first and foremost recognize 
that there was a problem and thereafter create problem solving processes and implementation. 
He further stated that the art of managing organisational conflicts involved four processes 
which he referred to as the diagnosis, intervention, conflict, learning and effectiveness. 
Diagnosis, according to him, provides the basis for intervention whereby the conflict is 
viewed critically, and thus leads to learning and effectiveness in the organisation. 
 
Though Follett (1940) is considered to be the first researcher who discussed conflict 
management models in her book, Dynamic Administration, Blake and Mouton (1964) were 
credited to being among the first to present a conceptual method for classifying conflict 
management theory which they grouped into five types: forcing, withdrawing, smoothing, 
compromising, and problem solving. From Follett’s (1940) model of conflict management 
strategies, other theorists like Blake and Mouton (1964), Thomas (1976), Rahim and Bonoma 
(1979) and Pruitts (1983) came on. But according to Copley (2008), Rahim and Bonoma’s 
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(1979) theory on  strategies of managing conflict appears to be the most popular as it has 
empirical evidence thereby making the strategies valid and this study adopted this theory.  
Also, the contingency theory was adopted as one of the theories for this study because it 
lends credence to this study. This theory, according to Rahim (2001), is the hallmark of 
contemporary management; it has been widely accepted in management disciplines. It is a 
leadership theory that suggests that effective leadership depends on matching leadership 
styles with the situation at hand. It recognises the importance of considering the needs of the 
employees in an organisation, the task to be done and the situation at hand. The theory 
proposes that there is no best way to make a decision or lead an organisation as the choice of 
action or outcome is dependent upon the external or internal situation and successful decision 
making is said to be dependent upon these internal and external factors influencing the 
system (Pugh, Hickson, Hinning, and Turner, 1971; Khandwalla, 1973). 
 
5.1.2 Summary of Findings from Empirical Study 
 
Objective 1: To determine the extent to which conflict management strategies adopted by 
academic staff in public universities are different from those adopted by academic staff in 
private universities. The findings of this study revealed the levels of differences that exist 
between conflict management strategies adopted in the two categories of universities are as 
follows: 
(i) Conflict management strategies adopted in public university is significantly different 
from those adopted in private universities; 
(ii) The study further revealed that the academic staff of Nigerian universities adopt 
different strategies in managing their conflicts. Avoiding, dominating and obliging 
strategies were among those conflict management strategies employed by them; 
(iii) It was discovered that integrating and compromising strategies were the least adopted 
strategies by the academic staff of Nigerian universities; 
(iv) Further exploration of data revealed that public universities have the higher mean 
value in all the conflict management strategies except in dominating strategy where 
private universities have the higher mean value; 
(v) Empirical analysis further revealed that the two categories of universities are different 
as regards the extent to which integrating, obliging and dominating strategies are 
adopted; 
156 
 
(vi) However, it was noted that there was a similar pattern in the adoption of avoiding and 
compromising strategy between the two categories of universities; and 
(vii) It can be inferred from the results that the academic staff of Nigerian universities 
indicated their preference for more than one conflict management strategies 
depending on the importance of the issues at hand. 
 
Objective 2: To determine if there is any difference in the levels of academic staff 
productivity in both the public and private universities. 
(i) The two categories of universities were rated high in terms of their level of 
productivity; 
(ii) Results from the study revealed that academic staff in private universities seemed to 
be more productive than academic staff in public universities; 
(iii) It was established in the study that academic staff in public and private universities 
were significantly different from one another in terms of their levels of productivity; 
(iv) Academic staff in public universities had higher mean value than academic staff in 
private universities in the attendance of national conferences per annum; 
(v) In addition, academic staff in private universities attend international conferences 
more than academic staff in public universities; 
(vi) It was also discovered that academic staff in private university have more edited  
conference proceedings per annum than those in public universities; 
(vii) Academic staff in Nigerian universities had high mean value in publications in 
foreign journal, newspaper and magazines; 
(viii) Moreover, academic staff from the two categories of universities admitted that they 
had not missed promotions and that they had been regularly and duly promoted; 
(ix) Most of the academic staff in the universities involved in this study teach at least two 
courses per semester; and  
(x) Descriptive analysis revealed that the most productive rank of lecturers based on their 
self-assessment were graduate assistants while the least productive lecturers were 
those in the rank of Lecturer II. 
 
Objective 3: To examine the effect of conflict management strategies on academic staff 
productivity. 
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Considering the responses of academic staff in both public and private universities involved 
in the study, the findings could be summarized as follows: 
(i) Conflict management strategies have a significant effect on academic staff  
productivity; 
(ii) Empirical findings revealed that integrating strategy has the most significant effect on 
productivity, however, obliging and dominating strategies were found to have a 
significant effect on productivity; 
(iii)Results from the analyses showed that the influence of other conflict management 
strategies, that is, avoiding and compromising strategies on the academic staff 
productivity could not be established; and 
(iv) From the responses of the people interviewed for this study, it was discovered that 
poorly managed conflicts have an adverse effect on the quality of teaching, research 
and community development.                                    
 
Objective 4: To find out if university ownership structure moderates the effect of conflict 
management strategies on productivity. 
 
(i) It was discovered that university ownership structure moderated the effect of conflict 
management strategies on productivity; and 
(ii) In addition, the analysis revealed that the interactions between conflict management 
strategies and ownership structure resulted in a significant effect on academic staff 
productivity. 
 
5.2 Interpretation and Implication of the Findings 
 
It has been established from literature and empirical evidences in the study that conflicts that 
are not properly managed have adverse effects on the morale of employees. It is also an 
established fact that employees with low morale will automatically be low in productivity. It 
has further been established from extant literature that the concerns that an individual has for 
himself as well as for the other party determines the type of conflict management strategies 
that will be adopted. The findings of this study validated the fact that different strategies were 
being adopted by academic staff of Nigerian universities on one hand and government or 
university management on the other hand. The implication is that the strategies adopted by 
these parties are largely dependent on the situation at hand. 
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It was established by extant literature that in integrating style, parties in conflict situations 
want to reach a solution which will be desirable to all the individuals involved, however, the 
empirical findings in this study indicated that the academic staff scored integrating strategies 
as one of the least adopted strategies. The implication is that on many occasions, the two 
parties are not in agreement on getting solutions that will be beneficial to them. 
 
According to Rahim (2001), integrating is appropriate when one party alone cannot solve the 
problem, when commitment is needed from others, for long range planning, and dealing with 
strategic issues pertaining to an organisation’s objective. Another implication about the 
findings is that government and ASUU do not really have high concerns for themselves and 
others. The aim is to work together for a possible win-win outcome. The integrating conflict 
management style is considered useful for efficiently dealing with complex problems in order 
to reach an acceptable outcome.  
 
Another conflict management strategy that was among the least adopted was the 
compromising strategy. A compromise would allow both parties to restructure the flow of 
work and agree to take on shared aspects of the duty so neither side is overburdened 
(Maughan, n.d). The implication is that less attention is given by the academic staff to sharing 
their own aspect of the deal. This style is considered effective when the issues involved in the 
conflict are moderately important (Girard and Koch, 1996). Thus, an individual who uses this 
strategy shows immediate concern for him or herself and others. It must be noted however 
that academic staff engaged compromising strategy but the reason for being one of the least 
adopted strategies could be explained by the importance of the issues at hand and possibly the 
approach also adopted by the other party.  
 
One of the major findings from this study was that both the management and academic staff 
of private universities were discovered to prefer the dominating strategy. Dominating conflict 
management style was considered appropriate from the literature when a quick decision is 
needed, the issue is trivial but important and it is necessary to overcome an assertive 
subordinate. The implication of this is that the parties have high concerns for themselves and 
a low concern for others, leading to a win-lose solution. This style displays competing 
behaviours said to be associated with aggression (Alzawahreh and Khasawneh, 2011). It was 
observed from the interview that a number of private universities operate command structure 
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and any staff that did not toe the line in respect of their policies would either not be employed 
or if already employed, asked to resign or be sacked. The university management used their 
economic power to dominate their staff. The staff, on the other hand, would at all costs want 
to have their way without considering the implications of their actions on the management as 
well. 
 
The results of the interview have the following diverse implications. There were significant 
variations in the quality of educational services rendered by Federal universities on the one 
hand and private universities on the other. Other variations that could exist between private 
universities and Federal universities were not significantly recognized. 
 
Findings from this study also established the fact that the academic staff are relatively high in 
terms of their adoption of the obliging strategy. The obliging conflict management style is 
associated with a low concern for self and a high concern for others. The implication is that 
academic staff from both private and public universities are willing to sacrifice their own 
wants for the other party provided the issue at hand is more important than the other party’s. 
In many instances, the staff were ready to take a lose-win approach and forfeit their wants for 
those of the other parties involved.  
 
The findings further implied that there were a number of instances when ASUU would decide 
to avoid conflicts especially when the issues were trivial and the potential dysfunctional 
effect of confronting the government outweighed the benefits of resolution. ASUU had a 
number of issues, perhaps not very important, it would have presented to the government but 
had decided to let them go because of some other pressing and crucial issues that the 
government was yet to act upon. 
 
5.3   Conclusion 
 
This study has been able to fill a significant vacuum in literature by establishing that conflict 
management strategies have a significant effect on academic staff productivity (Weider-
Hatfield and Hatfield, 1996). The moderating effect of ownership structure was also 
established. The study concluded that a contingency approach to handling conflicts be 
adopted, meaning that the adoption of a particular theory depends on the conflict situation. 
The study, therefore, posited that the use of any particular theory of conflict management 
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depends on the circumstances in consideration and a style or strategy is considered 
appropriate depending on the approach being used by the other party. The study also 
concluded that the ownership, operation and management structure of a university play a 
significant role in determining the conflict management strategies that are appropriate in a 
particular situation. Based on the findings, the study further concluded that dominating 
strategy seems to be appropriate in both private and public universities. Meanwhile, 
integrating and avoiding strategies may be inappropriate as they were found to have negative 
effects on productivity. 
 
5.4 Policy Implications and Recommendations 
 
ASUU 
There is the need for the Academic Staff Union of Nigerian universities (ASUU) to continue 
to clarify issues with the government in order to find acceptable solutions during conflict 
situations. In a situation where the issue of conflict is trivial, it is advisable for ASUU to 
advocate policies that could be suggested to the government. The Union may also need to 
foster their efforts towards working with the government or offer suggestions that will help to 
find solutions to problems thereby facilitating government efforts towards meeting their 
needs. 
 
Academic Staff in Public universities 
The staff could continue to be dominating in their conflict management strategies in as much 
as that strategy will help to manage conflicts and promote their productivity. However, they 
must learn to adopt other strategies as situation and the issues may vary from time to time. 
 
Academic Staff in Private universities 
It is advisable for the academic staff in private universities to be more integrating in their 
approach by ensuring that they make valuable contributions that will help the university 
management to find lasting solutions to possible conflicts that may arise. 
 
Government 
Government is encouraged to continue to embrace openness, dialogue and other multi-
dimensional approaches in industrial relations. In addition, the outcomes or the agreements 
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reached during dialogue should be respected and implemented. For example, government’s 
decision to attend to the pressing needs based on NEEDS assessment should be implemented. 
According to Oni-Ojo and Roland-Otaru (2013), conflict is considered a significant threat to 
sustainable development and if not properly managed can hinder the process of sustainable 
development. Therefore, there is the serious need for government to try and resolve conflicts 
if national development is to be attained. 
 
Private University Owners and Management 
Private university management should be more committed to integrating the ideas of their 
staff into their managerial activities. Employees’ participations should be encouraged in order 
to harness their suggestions. There is the need for an independent body or a committee that 
will be charged with the responsibility of looking into conflict issues. In addition, employees’ 
welfare should be improved upon in order to foster productivity. The management should be 
less dominating in their conflict management approach but rather inculcate a sense of 
belonging into their academic staff. 
 
Students 
The students have always been at the receiving end of conflicts between the academic staff 
and the government or university management as the case may be (Adesulu, 2013). It, 
therefore, implies that if conflicts are properly managed by these parties, the students would 
benefit immensely. The academic calendar would not be disrupted because there will be less 
strike actions. 
 
Graduates  
Since it has been established that conflict management strategies affect productivity, it 
implies that there is the possibility of having well groomed crop of graduates in their 
respective areas of specialisation if conflicts are resolved quickly. In other words, our 
graduates will become more employable and self-reliant. 
 
Employers 
In a situation where there is a stable academic calendar and conflicts are properly managed, 
the academic staff will be motivated to train and develop quality graduates. Quality graduates 
from the universities that have been properly equipped will be able to contribute their quota 
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to the organisations where they are employed. Innovation, creativity and productivity are 
among the benefits accruable to employers from well trained staff. 
 
To achieve the above recommendations, there is the need to routinely organize conflict 
management workshops by government and universities’ managements where government 
officials, academic staff, members of a university’s management as well as other stakeholders 
will be taught how to effectively manage conflicts whenever they arise. Oni-Ojo, Salau, 
Oludayo, and Abasilim (2014) have posited that training programmes in organisations must 
be based on the needs of such organisations and must be designed in ways that the needed 
achievements and objectives are obtained. Alok et al. (2014)  further stated that countries like 
USA and Brazil that have imbibed this by ensuring that their employees attend a maximum 
number of conflict workshop have recorded high positive outcomes. 
 
5.5   Contributions to Knowledge 
 
One of the major contributions of this study is its leverage on the contingency approach to 
conflict management as applicable in the Nigerian university system. The study attempted to 
harness the views of the stakeholders such as the government, management of private 
universities, academic staff from both private and public universities and ASUU executives. 
This study has been able to establish empirically that the choice of conflict management 
strategies adopted is contingent on the issues of conflict at hand in the Nigerian university 
system.  
 
Among other contributions made by this study is the fact that the ownership structure of a 
university has a significant effect on conflict management strategies and productivity. It was 
also established from this study that the productivity of the academic staff in private 
universities is not affected by the conflict management strategies adopted.   
 
This study has been able to ascertain that there are differences between conflict management 
strategies adopted by academic staff in the Nigerian public and private universities. The study 
also identified the differences between conflict management strategies adopted by Nigerian 
government and ASUU in Nigerian public universities. 
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In addition, the study has been able to provide insights into the conflict management 
strategies adopted by management and staff in private Nigerian universities. The study has 
also proffered suggestions and recommendations on how conflicts can be managed among all 
these stakeholders. 
 
Finally, this study has contributed to and enriched the extant conflict management and 
academic staff productivity literature as well as argued that contingency theory constituted 
the better theoretical framework for understanding conflict management strategies adopted by 
stakeholders of the Nigerian university system given that the determination of the appropriate 
style is dependent on the conflict situation. 
 
5.6 Suggestions for Further Research 
 
The findings of this study and the recommendations made are valuable for fostering peace 
and stability in the educational system in Southwest Nigeria. However, future researchers 
should examine some other geo-political regions of Nigeria.  
 
It is also suggested that other researchers should harness the views of the multitude of 
stakeholders such as: students, parents, graduates and employers of labour, on conflict and its 
effect on productivity within the university system. 
 
Lastly, there is the need for research that would ascertain the moderating effects of gender, 
leadership style and personality traits on the relationships between conflict management 
strategies and productivity. 
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APPENDIX 1 
List of Universities in Nigeria 
S/N FEDERAL YEAR S/N STATE YEAR S/N PRIVATE YEAR 
1 University of 
Ibadan, Ibadan 
1948 1 Rivers State 
University of Science 
and 
Techology, Port 
Harcourt 
1979 1 Babcock 
University, 
Ilishan Remo 
1999 
2 University of 
Nigeria, Nsukka 
1960 2 Ambrose Alli 
University, Ekpoma 
1980 2 Madonna 
University, Okija 
1999 
3 Obafemi 
Awolowo 
University, Ile-Ife 
1962 3 Abia State 
University, Uturu 
1981 3 Igbinedion 
University, 
Okada 
1999 
4 Ahmadu Bello 
University, Zaria 
1962 4 Enugu State 
University of Science 
and Tech, Enugu 
1982 4 Bowen 
University, Iwo 
2001 
5 University of 
Lagos, Lagos 
1962 5 Olabisi Onabanjo 
University, Ago-
Iwoye 
1982 5 Covenant 
University, Ota  
2002 
6 University of 
Benin, Benin City 
1970 6 Ekiti State 
University, Ado-
Ekiti. (formerly 
University of Ado-
Ekiti) 
1982 6 Pan-Atlantic 
University, 
Lagos 
2002 
7 Bayero 
University, Kano 
1975 7 Lagos State 
University, Ojo, 
Lagos 
1983 7 Benson Idahosa 
University, Benin 
City 
2002 
8 University of 
Calabar, Calabar 
1975 8 Ladoke Akintola 
University of 
Technology, 
Ogbomoso 
1990 8 American 
University of 
Nigeria, Yola 
2003 
9 University of 
Ilorin, Ilorin 
1975 9 Imo State University, 
Owerri 
1992 9 Redeemers 
University, 
Mowe, Ogun 
State 
2005 
10 University of 
Jos, Jos 
1975 10 Benue State 
University, Makurdi 
1992 10 Ajayi Crowther 
University, Oyo 
2005 
11 University of 
Maiduguri, 
Maiduguri 
1975 11 Delta State 
University, Abraka 
1992 11 Al-Hikmah 
University, 
Ilorin 
2005 
12 Usmanu 
Danfodiyo 
University, 
Sokoto 
 12 Adekunle Ajasin 
University, 
Akungba-Akoko 
1999 12 Al-Qalam 
University, 
Katsina 
2005 
13 University of 
Port-Harcourt, 
Port-Harcourt 
1975 13 Kogi State 
University, Anyigba 
1999 13 Caritas 
University, 
Amorji- Nke, 
Enugu 
2005 
14 Federal 
University of 
Technology, 
Owerri 
1980 14 Niger-Delta 
University, 
Amassoma 
2000 14 CETEP City 
University, 
Ogun State 
2005 
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15 Federal 
University of 
Technology, 
Akure 
1981 15 Anambra State 
University, Uli 
2000 15 Bingham 
University, 
Auta-Balefi, 
Karu, 
Nasarawa State 
2005 
16 Modibbo Adama 
University of 
Technology, 
Yola 
1981 16 Kano University of 
Science and 
Technology, Wudil 
2000 16 Katsina 
University, 
Katsina 
2005 
17 Federal 
University of 
Tech, Minna 
1982 17 Ebonyi State 
University, 
Abakaliki 
2000 17 Renaissance 
University, 
Enugu 
2005 
18 Nigerian 
Defence 
Academy, 
Kaduna 
1985 18 Nasarawa State 
University, Keffi 
2002 18 Bells University 
of Tech, Ota, 
Ogun State 
2005 
19 University of 
Abuja, Abuja. 
1988 19 Adamawa State 
University, Mubi 
2002 19 Lead City 
University, 
Ibadan, Oyo State 
2005 
20 Abubakar 
Tafawa Balewa 
University, 
Bauchi. 
1988 20 Gombe State 
University, Gombe 
2004 20 Crawford 
University, 
Igbesa, Ogun 
State 
2005 
21 University of 
Agriculture, 
Makurdi. 
1988 21 Kaduna State 
University, Kaduna 
2004 21 Wukari Jubilee 
University, 
Wukari 
2005 
22 Federal 
University of 
Agriculture, 
Abeokuta 
1988 22 Cross River 
University of 
Technology, Calabar 
2004 22 Crescent 
University, 
Abeokuta 
2005 
23 Nnamdi Azikiwe 
University, 
Awka 
1992 23 Plateau State 
University, Bokkos 
2005 23 Novena 
University, 
Ogume, Delta 
State 
2005 
24 University of 
Uyo, Uyo 
1991 24 Ondo State 
University of 
Technology, Okiti 
Pupa. 
 24 University of 
Mkar, Mkar 
2005 
25 Michael Okpara 
University of 
Agriculture, 
Umudike 
1992 25 Ibrahim Babangida 
University, Lapai, 
Niger State 
2005 25 Joseph Ayo 
Babalola 
University, Ikeji-
Arakeji 
Osun State 
2006 
26 National Open 
University of 
Nigeria, Lagos 
2002 26 Tai Solarin 
University of 
Education, Ijagun 
2005 26 Caleb University, 
Lagos 
2007 
27 Fed. Univ. of 
Petroleum 
Resources, 
Effurun 
2007 27 Umaru Musa 
Yar’Adua 
University, Katsina 
2006 27 Fountain 
University, 
Osogbo 
2007 
28 Federal 2011 28 Bukar Abba Ibrahim 2006 28 Obong 2007 
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University, 
Lokoja, Kogi 
State 
University, 
Damaturu Yobe 
State 
University, 
Obong Ntak 
29 Federal 
University, 
Lafia, Nasarawa 
State 
2011 29 Kebbi State 
University of 
Science and 
Technology, Aliero 
2006 29 Salem University, 
Lokoja 
2007 
30 Federal 
University, 
Kashere, Gombe 
State 
2011 30 Osun State 
University, Osogbo 
2006 30 Tansian 
University, 
Umunya, 
Anambra State 
2007 
31 Federal 
University, 
Wukari, Taraba 
State 
2011 31 Taraba State 
University, Jalingo 
2008 31 Veritas 
University, 
Abuja 
2007 
32 Federal 
University, 
Dutsin-Ma, 
Katsina State 
2011 32 Kwara State 
University, Ilorin 
2009 32 Wesley 
University of 
Sciand Tech, 
Ondo 
2007 
33 Federal 
University, 
Dutse, Jigawa 
State 
2011 33 Sokoto State 
University, Sokoto 
2009 33 Western Delta 
University, 
Oghara, 
Delta State 
2007 
34 Federal 
University, 
Ndufu-Alike, 
Ebonyi State 
2011 34 Akwa Ibom State 
University, Ikot 
Ikpaden 
2010 34 The Achievers 
University, Owo 
2007 
35 Federal 
University, Oye- 
Ekiti, Ekiti State 
2011 35 Ignatius Ajuru 
University of 
Education, 
Rumuolumeni 
2010 35 African 
University of 
Science and Tech, 
Abuja 
2007 
36 Federal 
University, 
Otuoke, Bayelsa 
2011 36 Bauchi State 
University, Gadau 
2011 36 Afe Babalola 
University, Ado-
Ekiti, 
Ekiti State 
2009 
37 The Nigerian 
Police Academy 
Wudil, Kano 
State 
2012 37 Northwest 
University, Kano 
2012 37 Godfrey Okoye 
University, 
Ugwuomu- 
Nike, Enugu State 
2009 
38 Federal 
University, 
Birnin-Kebbi, 
Kebbi 
2013 38 The Technical 
University, Ibadan 
2012 38 Nigerian Turkish 
Nile, 
University, Abuja 
2009 
39 Federal 
University, 
Gusau, Zamfara 
2013 39 Jigawa State 
University, Kafin 
Hausa, 
2013 39 Oduduwa 
University, 
Ipetumodu, Osun 
State 
2009 
40 Federal 
University, 
Gashua, Yobe 
2013 40 Ondo State 
University of Medical 
Sciences  
2015 40 Paul University, 
Awka, 
Anambra State 
2009 
41 Federal University 
of Health Sciences 
2015   2015 41 Rhema 
University, 
Obeama-Asa, 
2009 
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in Otukpo, Benue 
State 
Rivers State 
42 Nigeria Maritime 
University, 
Okerenkoko 
2015   2015 42 Wellspring 
University, 
Evbuobanosa, 
Edo State 
2009 
      43 Adeleke 
University, 
Ede, Osun State 
2011 
      44 Baze University, 
Abuja 
2011 
      45 Landmark 
University, 
Omu-Aran, 
Kwara State 
2011 
      46 Samuel 
Adegboyega 
University, 
Ogwa, Edo 
State 
2011 
 
 
     47 Elizade 
University, 
Ilara-Mokin, 
Ondo State 
2012 
      48 Evangel 
University, 
Akaeze, Ebonyi 
State 
2012 
      49 Gregory 
University, 
Uturu, Abia State 
2012 
      50 Mcpherson 
University, 
Seriki Sotayo, 
Ajebo, Ogun 
State 
2012 
      51 Southwestern 
University, 
OkunOwa, 
Ogun State 
2012 
      52 Augustine 
University, Ilara, 
Lagos State 
2015 
      53 Chrisland 
University, 
Owode, Ogun 
State 
2015 
      54 Christopher 
University, 
Mowe, Ogun 
State 
2015 
      55 Hallmark 
University, Ijebu-
2015 
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Itele, Ogun State 
      56 Kings University, 
Ode-Omu, Osun 
State 
2015 
      57 Micheal and 
Cecilia Ibru 
University, 
Owhrode, Delta 
State 
2015 
      58 Mountain Top 
University, 
Makogi/Oba 
Ogun state 
2015 
      59 Ritman 
University, Ikot-
Epene, Akwa- 
Ibom State 
2015 
      60 Edwin Clark 
University, 
Kaigbodo 
2015 
      61 Summit 
University, Offa, 
Kwara State 
2015 
Source: nuc.edu.ng (2015) 
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APPENDIX 11 
List of Universities in Southwest Nigeria and their year of establishment 
S/N FEDERAL YEAR S/N STATE YEAR S/N PRIVATE YEAR 
1 University of 
Ibadan, Ibadan 
1948 1 Olabisi Onabanjo 
University, Ago 
Iwoye 
1982 1 Babacock University, 
Illisan-Remo 
1999 
2 Obafemi Awolowo 
University, Ile-Ife 
1962 2 Ladoke Akintola 
University of 
Science and 
Technology, 
Ogbomoso 
1983 2 Bowen University, Iwo 2001 
3 University of Lagos, 
Lagos 
1962 3 Ekiti State 
University, Ado-
Ekiti. (formally 
University of 
Ado-Ekiti, Ekiti 
1988 3 Covenant University, Ota 2002 
4 Federal University 
of Technology, 
Akure 
1981 4 Adekunle Ajasin  
University, 
Akungba 
1999 4 Pan-Atlantic University, 
Lagos 
2002 
5 Federal University 
of Agriculture, 
Abeokuta 
1988 5 Tai Solarin 
University of 
Education, Ijagun 
2005 5 Ajayi Crowther 
University, Oyo 
2005 
6 National Open 
University of 
Nigeria, Lagos 
2002 6 Osun State 
University, 
Osogbo 
2006 6 The Bells University of 
Science and Technology, 
Ota 
2005 
7 Federal University, 
Oye-Ekiti, Ekiti 
State 
2011 7 University of 
Education, Ikere 
Ekiti 
2008 7 Crawford University, 
Igbesa 
2005 
   8 Ondo State 
University of 
Science and 
Technology, 
Okitipupa 
2008 8 Cresent University, 
Abeokuta 
2005 
   9 Lagos State 
University, Ojo 
2009 9 CETEP City University, 
Ibadan 
2005 
   10 Ondo State 
University of 
Medical Sciences 
2015 10 Lead City University, 
Ibadan 
2005 
      11 Redeemers University, 
Mowe 
2005 
      12 Joseph Ayo Babalola 
University, Ikeji-Arakeji 
2006 
      13 Achievers University, 
Owo 
2007 
      14 Caleb University, Lagos 2007 
      15 Fountain 
University,Oshogbo 
2007 
      16 Wesley University of 
Science and Technology, 
Ondo 
2007 
      17 Afe Babalola University, 
Ado-Ekiti 
2009 
      18 Oduduwa University, 
Ipetumodu-Osun State 
2009 
      19 Adeleke University, Ede 2011 
      20 Elizade University, Ilara-
Mokin 
2012 
      21 McPherson University, 
Seriki Sotayo 
2012 
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      22 Southwestern University, 
Okun Owo 
2012 
      23 Augustine University, 
Ilara, Lagos 
2015 
      24 Chrisland University, 
Owode, Ogun State 
2015 
      25 Christopher University, 
Mowe, Ogun State 
2015 
      26 Hallmark University, 
Ijebu-Itele, Ogun State 
2015 
      27 Kings University, Ode-
Omu, Osun State 
2015 
      28 Mountain Top Unversity, 
Makogi/Oba Ogun State 
2015 
Source: nuc.edu.ng (2015) 
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APPENDIX III 
 
RESEARCH QUESTIONNAIRE FOR PUBLIC UNIVERSITIES 
Department of Business Management  
Covenant University 
P. M B. 1023, Ota 
Ogun State 
Nigeria 
June 18, 2014.  
Dear Respondent,  
I am a Ph.D student at Covenant University conducting a research into Conflict Management 
Strategies. It would be appreciated if you could assist in completing the attached 
questionnaire. Please, be assured that all information received shall be treated and held in 
strict confidence.  
Thank you. 
 
Respondent Bio Data 
Instruction: please tick the appropriate box in the area provided. Thank you.  
1. Sex: Male ( ) Female ( )  
2. How old are you? 21-30 ( ) 31-40 ( ) 41-50 ( ) 51-60 ( ) 61 and above ( )  
3. Marital status: Single ( ) Married ( ) Divorced ( ) Separated ( ) Widowed ( )  
4. Highest Educational Qualification: Ph.D ( ) M.Sc/MPA/MBA ( ) B.Sc/BA ( ) 
Others; please specify …………………………………………………………………………. 
5. What Faculty are you in the University? ………………………………………………. 
6. Are you an official of the Academic Staff Union of Nigerian Universities (ASUU) ……… 
7. If yes, please what is your position in the Union………………….………………………… 
8. What is your rank (level) in the University?  Professor ( )   Associate Professor ( ) Senior 
Lecturer ( ) Lecturer 1( ) Lecturer 11 ( ) Assistant Lecturer ( ) Graduate Assistant( ) 
9. What was your status at the point of appointment by the University? ….………………... 
10. How many years of experience do you have as an academic staff? ……………………… 
11. How many years have you spent lecturing in your present University? ……...................... 
12. How long have you been a Ph.D holder? ……………………………………..................... 
13. Are you a member of any professional body? If yes, please indicate …..……................... 
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14. Do you have any professional qualification? If yes please indicate…………...................... 
SECTION B: CONFLICT MANAGEMENT STRATEGIES 
On a scale of 1 to 5.  5- Strongly agree (SA); 4- Agree (A); 3-Undecided (U); 2-Disagree 
(D)1- Strongly disagree (SD); please indicate by ticking the option that best describes your 
opinion on each item. 
S/N STATEMENTS SD 
 
D 
 
U 
 
A SA 
15 I clarify issues with the university’s management to find 
solutions acceptable to me. 
     
16 I generally try to satisfy the needs of the university.      
17 I attempt to avoid being "put on the spot" and try to keep my 
conflict with the university’s policies to myself. 
     
18 I try to integrate my ideas with those of the university to come 
up with a decision during ASUU’s negotiations. 
     
19 I am of the opinion that working with the university to find 
solutions to a problem which satisfy my expectations is the 
best. 
     
20 I am opposed to open discussion of our differences with the 
university during negotiation. 
     
21 I prefer to find a middle course to resolve an impasse with the 
university. 
     
22 I use my influence to get ASUU’s ideas accepted.      
23 I use my authority to make a decision in my favour during 
negotiation with the government representatives. 
     
24 I prefer to accommodate the wishes of the government during 
negotiation. 
     
25 In my opinion, giving in to the wishes of the government is the 
best during negotiation. 
     
26 I prefer exchanging accurate information with the university to 
solve a problem together. 
     
27 In my opinion, allowing concessions to the government is the 
best option during negotiation. 
     
28 In my opinion, proposing a middle ground for breaking 
deadlocks is the best strategy during negotiation.. 
     
29 It is better to negotiate with the government so that a 
compromise can be reached. 
     
30 I prefer ASUU to stay away from disagreement with the 
university’s management/government. 
     
31 In my opinion, avoiding a disagreement with the university is 
the best strategy. 
     
32 I always subscribe to using my expertise to make a decision in 
our favour during negotiations. 
     
33 In my opinion, to go along with the suggestions of the 
government is the best during negotiations. 
     
34 I prefer "give and take" strategy so that a compromise can be 
made. 
     
35 I am generally opinionated in pursuing our interest during      
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negotiations. 
36 I subscribe to bringing all our concerns out in the open so that 
the issues can be resolved in the best possible way. 
     
37 I subscribe to collaborating with the government to come up 
with decisions acceptable to us. 
     
38 I prefer satisfying the expectations of the government.      
39 Sometimes using our power as a union as a competitive strategy 
is the best option during negotiations. 
     
40 It is wise we keep our disagreement with the government to 
ourselves in order to avoid hard feelings. 
     
41 To extract our demand, it is better to avoid unpleasant 
exchanges with the university and government 
     
42 I subscribe to working with the government for a proper 
understanding of a problem. 
     
 
SECTION C 
ACADEMIC STAFF PRODUCTIVITY 
  Yes No Not Sure 
43 I attend at least one national conference per annum.     
44 I attend at least one international conference per annum.     
45 At least one of my conference papers is published in edited 
conference proceedings per annum. 
   
46 I publish my research articles with journals affiliated tertiary 
institutions.  
   
47 At least one of my research articles has been published by a 
foreign journal in the last one year 
   
48 I have authored a book with in the last one year    
49 I have co-authored a book in the last one year    
50 I have contributed a chapter in an edited book within the last one 
year 
   
51 I have contributed  a chapter in a Book of Readings in the last 
one year 
   
52 My research articles have been published in a 
newspaper/magazine in the last one year 
   
53 I have participated in a  sponsored national research in the last 
one year 
   
54 I have won at least  a research grant in the last one year    
55 I teach at least two courses per semester    
56 I have been promoted in the last four years.    
57 I have really overstayed on my present position as a lecturer.    
58 I have missed a promotion in the last five years.    
59 My missing the promotion was because the university was shut 
down due to crises. 
   
60. Kindly suggest briefly how you think conflict management strategies can be used to 
enhance academic staff productivity in Nigerian Universities… 
……………………………………………………………………………………………..…… 
………………………………………………………………………………………………….. 
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APPENDIX 1V 
 
RESEARCH QUESTIONNAIRE FOR PRIVATE UNIVERSITIES 
 
Department of Business Management  
Covenant University 
P. M B. 1023, Ota  
Ogun State 
Nigeria 
June 18, 2014. 
Dear Respondent,  
I am a Ph.D student at Covenant University conducting a research into Conflict Management 
Strategies. It would be appreciated if you assist in completing the attached questionnaire. 
Please, be assured that all information received in this connection shall be treated and held in 
strict confidence.  
Thank you. 
 
Respondent Bio Data 
Instruction: please tick the appropriate box in the area provided. Thank you.  
1. Sex: Male ( )  Female ( )  
2. How old are you? 21-30 ( ) 31-40 ( ) 41-50 ( ) 51-60 ( ) 61 and above ( )  
3. Marital status: Single ( )  Married ( )  Divorced ( ) Separated ( )  Widowed ( )  
4. Highest Educational Qualification: Ph.D ( ) M.Sc/MPA/MBA ( ) B.Sc/BA ( ) others please 
specify  ……..………………………………………………………………………………….. 
5. What Faculty are you in the University? ……………………………………………. 
6. What is your rank (level) in the University? Professor ( ) Associate Professor ( )   Senior 
Lecturer ( )   Lecturer 1( )   Lecturer 11 ( )   Assistant Lecturer ( )   Graduate Assistant ( ) 
7. What was your status at the point of appointment by the University………………………. 
8. How many years of experience do you have as an academic staff? 
9. How many years have you spent lecturing in your present University? 
10. How long have you been a Ph.D holder? ……………………………………..................... 
11. Are you a member of any professional body? If yes, please indicate …………................... 
12. Do you have any professional qualification? If yes please indicate……………………… 
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SECTION B: CONFLICT MANAGEMENT STRATEGIES 
On a scale of 1 to 5.  5- strongly agree (SA); 4- agree (A); 3-undecided (U); 2-disagreed (D); 
1- strongly disagreed (SD); please indicate by ticking the option that best describes your 
opinion on each item. 
S/N STATEMENTS SD 
 
D 
 
U 
 
A SA 
13 I clarify issues with the management of the university to 
find solutions acceptable to me. 
     
14 I generally try to satisfy the needs of the management.      
15 I attempt to avoid being "put on the spot" and try to keep 
my conflict with the management policies to myself. 
     
16 I try to integrate my ideas with those of management to 
come up with a decision during universities meetings. 
     
17 I am of opinion that working with management to find 
solutions to a problem which satisfy my expectations is the 
best. 
     
18 I am opposed to open discussion of my differences with the 
management during negotiation. 
     
19 I prefer to find a middle course to resolve an impasse with 
the management. 
     
20 I use my influence to get management’s ideas accepted.      
21 I use my authority to make a decision in my favour during 
negotiation with management. 
     
22 I prefer to accommodate the wishes of the management 
during negotiation. 
     
23 In my opinion, giving in to the wishes of the management is 
the best during negotiation. 
     
24 I prefer exchanging accurate information with management 
to solve a problem together. 
     
25 In my opinion, allowing concessions to management is the 
best during option negotiation. 
     
26 In my opinion, proposing a middle ground for breaking 
deadlocks is the best strategy during negotiation. 
     
27 It is better to negotiate with the management so that a 
compromise can be reached. 
     
28 I prefer to stay away from disagreement with management.      
29 In my opinion, avoiding a disagreement with the 
management is the best strategy. 
     
30 I always subscribe using my expertise to make a decision in 
my favour during negotiation. 
     
31 In my opinion, to go along with the suggestions of the 
management is the best strategy during negotiations. 
     
32 I prefer "give and take" strategy so that a compromise can 
be made. 
     
33 I am generally opinionated in pursuing my interest during 
negotiations. 
     
34 I subscribe to bringing all my concerns out in the open so 
that the issues can be resolved in the best possible way. 
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35 I subscribe to collaborating with the management to come 
up with decisions acceptable to me. 
     
36 I prefer satisfying the expectations of the management.      
37 Sometimes using my power as a competitive strategy is the 
best option during negotiations. 
     
38 It is wise I keep my disagreement with management to 
myself in order to avoid hard feelings. 
     
39 To extract my demand, it is better to avoid unpleasant 
exchanges with the management. 
     
40 I subscribe to working with the management for a proper 
understanding of a problem. 
     
 
SECTION C 
ACADEMIC STAFF PRODUCTIVITY 
  Yes No Not Sure 
41 I attend at least one national conference per annum.     
42 I attend at least one international conference per annum.     
43 At least one of my conference papers is published in an edited 
conference proceeding per annum. 
   
44 I publish my research articles with journals affiliated to 
tertiary institutions.  
   
45 At least one of my research articles has been published by a 
foreign journal in the last one year. 
   
46 I have authored a book in the last one year.    
47 I have co-authored a book in the last one year.    
48 I have contributed a chapter in an edited book in the last one 
year. 
   
49 I have contributed a chapter in a Book of Readings in the last 
one year. 
   
50 My research articles have been published in a 
newspaper/magazine in the last one year. 
   
51 I have participated in sponsored national research in the last 
one year. 
   
52 I have won at least a research grant in the last one year.    
53 I teach at least two courses per semester.    
54 I have been promoted in the last four years.    
55 I have really overstayed on my present position as a lecturer.    
56 I have missed promotion in the last five years.    
57 My missing the promotion was because the university was 
shut down due to crises. 
   
 
58. Kindly suggest briefly, how you think conflict management strategies can be used to 
enhance academic staff productivity in Nigerian 
Universities…………………………………………. 
………………………………………………………………………………………..…………
………………………………………………………………………………………………….. 
………………………………………………………………………………………………..…
………………………………………………………………………………………………….. 
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APPENDIX V 
 
 
IN-DEPTH INTERVIEW GUIDE FOR ASUU EXECUTIVES 
 
COVENANT UNIVERSITY, CANAAN LAND, KM.10 IDIROKO ROAD, P.M.B.1023, 
OTA, OGUN STATE, NIGERIA 
CONFLICT MANAGEMENT STRATEGIES AND ACADEMIC STAFF PRODUCTIVITY 
I thank you very much for accepting to participate in this study. I want to crave your 
indulgence to record our session today. This will enable me to analyze this session for the 
purpose of generalizing the results. 
There are few questions I would like to ask and I will be happy if you can be as open as 
possible and be confident that your responses shall be kept confidential. 
1. How do you clarify issues with the government officials to find a solution acceptable 
to ASUU during conflict situations? 
2. In what ways do you think ASUU tries to satisfy the needs of the government during 
conflict? 
3. In what ways do you think that ASUU tries to integrate members’ ideas with those of 
the government to come up with a consensus decision during negotiations? 
4. In what situation do you think ASUU tries to work with the government to find 
solutions to problems which will satisfy members’ expectations? 
5. What are the roles of individual ASUU members to get the position of the Union 
accepted? 
6. What are the situations that can make ASUU to prefer staying away from 
disagreement with the government? 
7. In what situations do you think ASUU usually prefers a "give and take" strategy so 
that a compromise can be made? 
8. How will you describe the effects of ASUU’s choice of conflict management 
strategies on the capacity of members to conduct research? 
9. How will you describe the effects of ASUU’s choice of conflict management 
strategies on the capacity of members to publish in both international and national 
journals? 
10. How will you describe the effect of ASUU’s choice of conflict management strategies 
on the capacity of members to carry out community development? 
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APPENDIX VI 
 
IN-DEPTH INTERVIEW GUIDE FOR GOVT. OFFICIALS 
 
COVENANT UNIVERSITY, CANAAN LAND, KM.10 IDIROKO ROAD, P.M.B.1023, 
OTA, OGUN STATE, NIGERIA 
CONFLICT MANAGEMENT STRATEGIES AND ACADEMIC STAFF PRODUCTIVITY 
I thank you very much for accepting to participate in this study. I want to crave your 
indulgence to record our session today. This will enable me to analyse this session for the 
purpose of generalising the results. 
There are few questions I would like to ask and I will be happy if you can be as open as 
possible and be confident that your responses shall be kept confidential. 
1. How do you think government clarifies issues with ASUU to find acceptable solutions 
during conflict situations? 
2. In what ways do you think the government tries to satisfy the needs of ASUU during 
conflict? 
3. In what ways do you think that the government tries to integrate its ideas with those of 
ASUU to come up with a consensus decision during negotiations? 
4. In what situation do you think the government tries to work with ASUU to find 
solutions to problems which will satisfy its expectations? 
5. What are the roles of government agencies like NUC, Ministry of Education and 
Ministry of Labour and Productivity in getting the position of the government 
accepted? 
6. What are the situations that can make government prefer staying away from a  
disagreement with ASUU? 
7. In what situations do you think government usually prefers "give and take" strategies 
so that a compromise can be reached? 
8. How will you describe the effects of government’s choice of conflict management 
strategies on the capacity of ASUU members to be productive in line with the core 
University’s objectives of teaching, research, and community development? 
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APPENDIX VII 
 
IN-DEPTH INTERVIEW GUIDE FOR PRIVATE UNIVERSITY LECTURERS 
 
COVENANT UNIVERSITY, CANAAN LAND, KM.10 IDIROKO ROAD, P.M.B.1023, 
OTA, OGUN STATE, NIGERIA 
CONFLICT MANAGEMENT STRATEGIES AND ACADEMIC STAFF PRODUCTIVITY 
I thank you very much for accepting to participate in this study. I want to crave your 
indulgence to record our session today. This will enable me to analyse this session for the 
purpose of generalising the results. 
There are few questions I would like to ask and I will be happy if you can be as open as 
possible and be confident that your responses shall be kept confidential. 
1. How do you clarify issues with the management to find acceptable solutions during 
conflict situations? 
2. In what ways do you try to satisfy the needs of management during a conflict? 
3. In what ways do you try to integrate your ideas with those of management to come up 
with a decision during resolutions? 
4. In what situation do you think you can try to work with the management to find 
solutions to problems which will satisfy your expectations? 
5. What roles do you play to get the position of management accepted? 
6. What are the situations that can make you prefer staying away from disagreement 
with the management? 
7. In what situations do you usually prefer a "give and take" strategy so that a 
compromise can be made? 
8. How will you describe the effects of management choice of conflict management 
strategies on your capacity to conduct research? 
9. How will you describe the effects of management choice of conflict management 
strategies on the capacity of academic staff to publish in both international and 
national journals? 
10. How will you describe the effect of management choice of conflict management 
strategies on the capacity of academic staff to carry out community development? 
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APPENDIX VIII 
IN-DEPTH INTERVIEW GUIDE FOR PRIVATE UNIVERSITY MANAGEMENT 
 
COVENANT UNIVERSITY, CANAAN LAND, KM.10 IDIROKO ROAD, P.M.B.1023, 
OTA, OGUN STATE, NIGERIA 
CONFLICT MANAGEMENT STRATEGIES AND ACADEMIC STAFF PRODUCTIVITY 
I thank you very much for accepting to participate in this study. I want to crave your 
indulgence to record our session today. This will enable me to analyse this session for the 
purpose of generalising the results. 
There are few questions I would like to ask and I will be happy if you can be as open as 
possible and be confident that your responses shall be kept confidential. 
1. How do you clarify issues with academic staff in the university to find acceptable 
solutions during conflict situations? 
2. In what ways do you think management tries to satisfy the needs of the academic staff 
during conflict? 
3. In what ways do you think that management tries to integrate members’ ideas with 
those of the academic staff to come up with a decision during conflict resolutions? 
4. In what situation do you think management tries to work with the academic staff to 
find solutions to problems which will satisfy the staffs’ expectations? 
5. What are the roles of individual management team members to get the position of the 
University accepted? 
6. What are the situations that can make management to prefer staying away from 
disagreement with the academic staff? 
7. In what situations do you think management usually prefers "give and take" strategy 
so that a compromise can be made? 
8. How will you describe the effects of management’s choice of conflict management 
strategies on the capacity of staff to conduct research? 
9. How will you describe the effects of management’s choice of conflict management 
strategies on the capacity of staff to publish in both international and national 
journals? 
10. How will you describe the effect of management’s choice of conflict management 
strategies on the capacity of staff to carry out community development? 
